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DISCLAIMER

The views, opinions, and/or findings contained in this report are those of the study group
authors(s) and should not be construed as an official Department of the Army position, policy

or decision, unless so designated by other official documentation.

The words "he," "him," and "men,' when used in this report represent both masculine and
feminine genders unless specified otherwise.
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ANNEX JJ

SURVEY

1. PURPOSE: To evaluate the Officer Professional future out to and including the year 2025. Topics
Development System (education. training, socialization addressed include: professionalism and readiness: offi-
and assignments) thrcugh the use of survey question- cer preparedness: weakest areas of officer preparation;
nairzs. assignment preparation: military schools: development
2. DISCUSSION: for general officer assignments: issues for the future:

general officer guidance; and a number of open-ended
a. After a two month period characterized by exten- subjective questions.

sive research, design of analysis plans. pretestings and (3) As of I November 1984, surveys had been
technical/sensitivity reviews by a panel of survey meth- rcv fro 3 No ffce All raes ad ce-received from 333 general officers. All grade n ae .,
odology experts, two questionnaires were developed to
assist the PDOS needs analysis. The first instrument w-.s gories of general officer were adequately represented.

designed expressly to survey commissioned officers - (4) Statistical tables. with remarks for each item.
the second, to survey general officers. are at Appendix 5 and reflect all responses as of I

b. Commissioned Officer Sur: November 1984. -

(I) The 1984 Officer Professional Development Sys- d. Fndings.
tem Survey (Appendix 1) was mailed to 23.000 randomly (1) Major Trends and Issues.
seiected commissioned officers during the first week of (a) Appendix 6 identifies the major trends and issues
August 1984. that emerged from analysis of the PDOS surveys. The

(2) The 93 survey questions (plus 12 demographic data are presented to highlight the major strengths and
items) focus on the status of the current system: develop- challenges facing the component parts of the Officer
ment of officers for current assignments: military Professional Development System.
schools; civilian education programs: officer prepared- (b) Statistics for Appendix 6 are current as of I
ness and professionalism: unit assignment experiences: October 1984 (i.e.. 285 general officers and 14.046 com-
and other issues that influence the development of missioned officers). Differences in general officer
officers. responses between the I October sample of 285 and the

(3) As of I October 1984. surveys had been received ! Nowmber sample of 333 are not significantly statistical-
from 14.046 officers (51% company grade. the remainder lv different in most cases.
field grade). Fifteen hundred surveys had been returned (c) Those survey issues about which general officers
as "'non-deliverable.'" All grades. branches and year and commissioned officers hold dissimilar perceptions
groups were adequately represented. are at Appendix 7.

(4) Statistical tables with remarks for each item arc (2) Strengths.
at Appendix 2. Content analysis of those 3.684 surveys (a) The officer corps is the strongest it has been inFA.'Q returned with written remarks is at Appendix 3.(aThofiecrpishetonstihsbennr e w n k t dthe memory of serving general offices-the system is

c. General Officer Surv"O "  not perceived to be "broken.:

(i) The 1984 Professional Development of Officers (b) Duty satisfaction across all grades is high.
Study General Officer Survey (Appendix 4) %vas mailed".'- " "(c) The individual officer considers himself to be
to all serving general officers the first week of August.
1984. professional.

(2) The 139 questions (plus 11 demographic itenms) (d) A mentoring style of leadership is accepted/( 2"h 3 u s t o s ( l s 1 e m p a h c i e s d e s i r e d b v m o q .
N ask the tough questions that must be addressed in order d by -o-t

to consider the direction which the Officer Professional (c) The schoolhouse is generally effective-it
Development System must take to meet the needs of the enhance-s readiness and development: the timing of

I
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school attendance during a career is generall) "about (f) Leadership is critical-but too many officers per-
right" and schools are judged to have an appropriate ceive that the% do not have mentoring leaders and schoolsamour.t of technical. tactical. and leadership content do not contribute as effectivel) as they might in this ..

(however. see "challengs- below): CAS3 is being reard.
(f)et ih dva grades (g) A formal "short-course'" type of development

Schooling program is program for general officers is desired.helpful-it enhances skills and helps retention.
(h) Role ambiguity exists in the coordination of the

(g) The unit and organization experience is recog- development process.
nized as the key to the development process.

(h) The role of the individual in proactive pursuit RECOMMENDATION: That the Army Research
of development opportunities is recoanized. Institute for the Behavioral and Social Sciences (ARI)
o et rcontinue the analysis of survey data and provide ODC-

i) The o~erall selection system is seen as working SPER. ODCSOPS. and Commander. Training and Doc-
well. trine Command a detailed report of results no later than

(3) Challenges. first quarter. CY 1986.

(a) There are challenges to optimizing the develop-
nient of officers. particulary with regard to officer pre- APPENDIXES
paredness and warfighting skills. 1. Commissioned Officer Survey

(b) Basic educational skills are a problem for too 2. Statistical Tables (Comiimissioned Officer)
many. 3. PDOS Content Analysis of Survey Remarks

(c) School currently occurs -too late" for many cap-
tains. 4. General Officer Survey

(d) There is room for improvement ;n instruction 5. Statistical Tables (General Officer)
quality and methodology at the basic and advanced 6. Major Trends and Issues
course levels.

7. Dissimilar Survey Perceptions (General Officer(e) Unit experiences represent a key to and Commissioned Officer)
development-but there arc many interruptions and unit
programs need work. 8. Action Plan

JJ-2
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". Team Chief: COL Dunn

Appendix 1 to ANNEX JJ

COMMISSIONED OFFICER SURVEY

I. PURPOSE: To present a copy of the Commissioncd cer Survey booklet as used by officers of the rank of Lieu-
Officers Survey. tenant through Colonel is at Tab A.

2. DISCUSSION: A copy of the Commissioned Offi- TAB A-Commissioned Officer Survey

4.1
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i . UNITED STATES ARMY

THE CHIEF OF STAFF
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J"SUB=: 1984 Officer Professional Development System
Survey

TO: Commissioned and Warrant Officer Survey Participants

1. You have been selected to participate in the 1984
Officer Professional Development System Survey. Your
response will be used to evaluate the ability of officer
education, training, and socialization program to meet .

future Army needs.

2. Please complete and return the survey within 48
hours. Because this study will shape the future
development of our officer corps, we need your candid~~opinions.;\"

Encl A. WICKHAM, JR.
eral, United States Army
ief of Staff

Tb A-.v

] Tab A to Appendix 1-Commissioned Officer Survey

N' _N S .
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This survey presents you with an opportunity to provide information about
issues important to the Army. Be candid in your responses, for this will
help in the assessment of today's Officer Professional Development System.
Your input will help identify issues and provide a sensing on the state of
the officer corps.

Over the next several pages you are asked to respond to items that are
designed to:

(1) Assess your development for your current assignment.

(2) Evaluate military schools.

(3) Determine the value of civilian education programs.

(4) Sample perceptions about professionalism in the officer corps.

(5) Measure feelings toward various developmental opportunities,
assignments, and issues.

(6) Evaluate the officer professional development system in general. .-

(7) Make recommendations for the future.

(8) Take the pulse of the officer corps.

Thank you for your time and effort.

2
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GENERAL INSTRUCTIONS FOR SURVEY PARTICIPANTS

1. Use only a No. 2 pencil when completing the answer sheet.

2. Do not place your name or social security number (SSN) anywhere on the

answer sheet or booklet. This will assure that your responses remain truly
anonymous.

3. Answer all questions as of I August 1984, even though you may be
completing the questionnaire after that date.

4. Be sure the question number that you mark on the answer sheet is the
same as the question number in the survey booklet.

5. You may make only one response for each question. Blacken the circle ,on
the answer sheet that has the same letter or number as the response which
you have selected in the booklet. Do not make any other marks or write on
the answer sheet.

6. Fill in the circle completely with a heavy mark, but do not go outside
the circle. Look at these examples:

RIGHT WAY ®®S 0®®®®® WRONG WAY z0
TO MARK 3 0®®( )0®® TO MARK

ANSWER SHEET ANSWER SHEET

7. If you make a mistake, erase the mark completely before you enter a new

one.

8. You are not required to answer any question which you find objectionable.

9. If the possible responses to a question do not fit your opinion exactly,
please choose the response which most nearly approximates your view.

10. Space for additional handwritten comments has been provided for certain
questions and on the last page of te survey.

3
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INSTRUCTIONS FOR COFPLETING THE FRONT OF THE ANSWER SHEET

The front of the answer sheet contains lettered columns. These columns are
used to state background information. Please complete the lettered columns
as follows:

COLUMN A: Blacken the circle corresponding to your pay grade.

COLUMN B: Enter the total amount of your Active Federal Military Service
TAFRSTcompleted as of 1 August 1984 by blackening the appropriate circles
in Column B. (Be sure to include all federal service in an active status,
whether part was commissioned, warrant or enlisted service). Round partial
years upward to the next higher whole year. If your AFMS is 9 years or
less, be sure to blacken the 0 in the left sub-column. (Ignore the third
sub-column which contains letters.)

COLUMN C: Select the letter which corresponds to your basic branch and
blacken the appropriate circle.

A. Adjutant General H. Finance
B. Air Defense Artillery I. Infantry
C. Armor J. Military Intelligence
D. Aviation K. Military Police
E. Chemical L. Ordnance
F. Engineer M. Quartermaster
G. Field Artillery N. Signal

0. Transportation

COLUMN D: Select the letter below that corresponds to the command to which
you are assigned. Blacken the appropriate circle in Column D.

A. US Army Europe and Seventh Army (USAREUR)
B. Eighth US Army or other US Army forces in Korea (EUSA)
C. US Army Japan, including US Army forces in Okinawa (USARJ)
D. US Army Western Command (WESTCOM)
E. US Army Training and Doctrine Command (TRADOC) V
F. US Army Forces Command (FORSCOM), including US Army forces in

Alaska, Panama, and Puerto Rico
4 G. US Army Materiel Development and Readiness Command (DARCOM)

H. US Army Military District of Washington (MDW)
I. US Army Health Services Command (USAHSC)
J. US Army Recruiting Command (USAREC)
K. US Military Academy (USMA)
L. HQDA Staff Elements or their field activities (MILPERCEN, TAGCEN,

OCE, OSA, AND OTJAG)
M. Duty with Reserve and National Guard
N. Joint or Combined Headquarters
0. INSCOM
P. US Criminal Investigation Command (USACIDC)
Q. Other

II 4
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CU COLUMN E: Indicate the type of unit to which you are assigned by selecting
the appropriate code from the tabe below and blackening the proper circles
in Column E.

00 Combat
11 Combat Support
22 Combat Service Support
33 ROTC or USMA Staff and Faculty
44 Garrison/installation staff
55 Recruiting, Readiness Regions
66 Corps or higher level staff (includes MACOM, DA, etc.)
77 Duty with Reserve and National Guard

2. 88 Training (includes service school staff and faculty)
99 Other

COLUMN F: Indicate your initial specialty (previously referred to as
primary specialty) by blackening the appropriate circles in Column F.
Blacken the circle corresponding to the first digit in the first sub-column
and the circle corresponding to the second digit in the second sub-column.

SPECIALTY CODES

11 Infantry 48 Foreign Area Officer
12 Armor 49 Operations Research/
13 Field Artillery Systems Analysis
14 Air Defense Artillery 51 Research and Development
15 Aviation 52 Nuclear Weapons
18 Special Forces 53 Automated Data Systems
21 Engineer Management
22 Topographic Engineer 54 Operations Plans/
23 Facilities/Contract/Construction Mgmt Training/Force
25 Communication-Electronics Development
27 Communication-Electronics 71 Aviation Logistics

Engineering 72 Communications-
31 Military Police Electronics Materiel
35 Military Intelligence Management
36 Counterintelligence - Signal 73 Missile Materiel

Security, Human Intelligence Management
37 Signal Intelligence, Electronic 74 Chemical

Warfare 75 Munitions Materiel
41 Personnel Programs Management Management LJ
42 Administrative & Personnel Systems 81 Petroleum ManagementL,'

Management 82 Subsistence Management %y-
43 Community Activities Management 91 Maintenance Management
44 Finance 92 Materiel/Services
45 Comptroller Management
46 Public Affairs 95 Transportation

97 Procurementr5



COLUMN G: Using the list from Column F, indicate your additional specialty
(previously referred to as alternate specialty) by blackening the
appropriate circles in Column G. If you have not had an additional
specialty designated, use Code 00.

COLUMN H: Enter the last two digits of your year group.

COLUMN I: Please indicate your sex.

A. Male
B. Female

COLUMN J: Do yc lan to make the Army a career? (That is, 20 or moreyear-s of service.,'[.

A. Yes, I plan to remain in the Army as long as I can beyond 20.
B. Yes, I plan to retire at 20.
C. Yes, but I am undecided as to when I will retire.
D. I have made no decision as to whether or not I will make the Army

a career.
E. No, I do not plan to make the Army a career.

COLUMN K: Which of the following joint service schools have you attended?

A. I have not attended any joint service schools.
B. National War College
C. ICAF
D. AFSC
E. Other

COLUMN L: Through which of the following did you receive your commission?

01 OCS
02 USMA
03 ROTC
04 Direct Appointment
05 Other

6.. .f.
L" ':L'C6
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DEVELOPMENT FOR CURRENT ASSIGNMENT

1. Please indicate which choice below best describes your current
assignment. (Previous assignment if you are currently in school.)

A. Commander
B. Division/Brigade/Battalion Staff
C. High level staff (corps and and higher level)
D. Combined or Joint Staff
E. Installation Staff
F. Instructor
G. Specialty Immaterial Assignment
H. Other (please specify)

2. Are you currently working -in a duty position that requires you to use
either your initial or additional specialty skills?,-- '

A. Yes; initial specialty only
B. Yes; additional specialty only
C. Yes; both initial and additional specialties
D. No

3. How satisfied are you with your current duty position?

A. Very satisfied
B. Satisfied
C. Slightly satisfied
D. Slightly dissatisfied
E. Dissatisfied
F. Very Dissatisfied

4. Select the skills which are most important to you in your current duty
position. (Previous duty position if currently in school.)

A. Leadership and human relations
B. Time management skills A4
C. Resource management (other than time) skills
D. Setting priorities/goals
E. Technical/tactical skills
F. Development of organizations
G. Concept integration/cognitive skills
H. Communication skills (written and oral) -A
I. Other

p?'.
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5. How far forward do the longest programs/projects over which you have
control in your current job extend (i.e. How far forward do these
programs/projects have an impact/payoff/results)?

A. 1 week or less
B. Between I week and 1 month
C. Between 1 and 3 months
D. Between 3 and 6 months
E. Between 6 and 12 months
F. Between l and 2 years
G. Between 2 and 5 years
H. Between 5 and 10 years
I. Between 10 and 15 years
J. More than 15 years

6. Including both duty and nonduty time, indicate the average number of
hours per week you believe you could devote to a correspondence type of
course during your current assignment.

A. 1 hour or less
B. About 2 hours
C. About 3 hours
D. About 4 hours
E. About 5 hours
F. About 6 hours
G. More than 6 hours

For items 7 and 8, use the following response set:

A. Strongly agree
B. Agree
C. Slightly agree d4
D. Slightly disagree
E. Disagree
F. Strongly disagree

Professional Development - The preparation of officers to effectively lead
the Army and efficiently manage its resources. It is an interactive process
involving the military school system, the unit, the individual and the
personnel center in educating, training, socializing and assigning the
officer corps.

7. I have sufficient opportunity in my current assignment to further my
professional development.

8. In my current assignment, I have a mentor that is helping to prepare me
for future assignments. (A mentor is someone, normally a superior, who acts
as though he/she were a coach, a parent, a teacher, etc.)

8.

-I-> 8.



For items 9 through 16, indicate to what extent each learning experience
actually helped prepare you to perform the duties in your current
assignment. (Previous assignment if currently in school.) For each item
use the following response set:

A. Pytemely helpful
B. Somewhat helpful
C. Little or no help
D. Not applicable

9. Service Schools (resident):

10. Service Schools (non-resident): '.

11. Advanced Civil Schooling (Masters or doctorate):

12. Correspondence Course (either military or civilian; other than non-
resident service school): v

13. Civilian contract short-course training:

14. Self study:

15. On-the-job training/unit experience:

16. Coaching or teaching by mentor: 7.

9r
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EVALUATION OF MILITARY SCHOOLS

. 17. Please indicate the most recent military school completed from the list
below:

A. OBC (Officer Basic Course)
B. OAC (Officer Advanced Course)
C. CAS 3 (Combined Arms and Services Staff School)
D. CGSC (Command and General Staff Officers Course) (non-resident)
E. CGSC (Command and General Staff Officers Course) (resident)
F. AFSC (Armed Forces Staff College)
G. AWC (Army War College) (non-resident)
H. AWC (Army War College) (resident)
I. ICAF (Industrial College of the Armed Forces)
J. NWC (National War College)
K. Other Service War College
L. Flight School
M. Gth ee
N. None of the above

18. How long ago did you complete the school indicated in item 17?

A. Less than I year
B. Less than 2 years but more than 1 year
C. Less than 3 years but more than 2 years
D. Less than 4 years but more than 3 years
E. Less than 5 years but more than 4 years
F. Less than 7 years but more than 5 years
G. Less than 9 years but more than 7 years
H. Less than 11 years but more than 9 years
I. More than 11 years
J. Does not apply

Items 19 through 21 ask you to evaluate the appropriateness of the amount of
content in your most recently completed school (see item 17) devoted to -eac
of thre possible training/education areas. Use the following response set
to answer each item:

A. Too much
B. An appropriate amount

C. Too little
D. Not applicable

19. The amount of content devoted to technical skills was:

20. The amount of content devoted to tactical (strategic
for Senior Service College) skills was:

21. The amount of content devoted to leadership and human relations
skills was: -"

10
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Items 22 through 25 ask you to evaluate the uality of the
training/education provided in the last school you attended as noted in item
T7. For each item, use the following response set:

A. Excellent
B. Good
C. Fair
D. Poor
E. Very Poor
F. Not applicable

Education - Knowledge that broadens one's ability. Teaches how to think and
decide; teaches reasoning and judgement; provides values and insights.

Traningin - Skills for performing duties in specific work assignments.
Teaches individuals how to do something.

22. The quality of the technical training was:

23. The quality of the tactical training (strategic for Senior Service

College) was:

24. The quality of the leadership and human relations skill training was: t7:-

25. Overall, the quality of the instruction provided by the faculty
in this school was:

26. The standards for academic performance in this school were:

A. Too high
B. About right
C. Too low
D. Not applicable

27. Relative to the time I really needed the content covered in this
school, the course occurred:

A. More than two years too early.
B. A little too early (but not more than two years). r .
C. I was able to apply the content immediately.
D. A little too late (but not more than two years). '.
E. More than two years too late.
F. Don't know
G. Not applicable

28. To what extent did this school experience contribute to your
professional development as an officer?

A. A critical contribution
B. A major contribution
C. Some contribution
D. Little contribution
E. No contribution
F. No opinion
G. Not applicable

11 I:'-".-



Items 29 through 31 ask you to indicate your agreement with a number of
statements concerning the school you most recently completed as indicated in
item 17. Indicate your agreement using the following response set for items
29 and 30:

A. Strongly agree
B. Agree
C. Slightly agree
D. Slightly disagree
E. Disagree
F. Strongly disagree
G. No opinion

29. My most recent school effectively prepared officers to
become mentors.

30. This school prepared me to more effectively perform my wartime duties.

31. How helpful do you think your most recent military school experience
will be to you in your future assignments?

A. Extremely helpful.
B. Somewhat helpful.
C. Little or no help.
D. Don't know
E. Not applicable

.j
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CIVILIAN EDUCATION L

32. Indicate the highest level of civilian education you have completed.

A. Doctorate DegreeB. Masters Degree

C. Professional Certificate (Graduate level but less than a Masters)
D. Bachelors Degree
E. Professional Certificate (Undergraduate Level but less than a

Bachelors)
F. Associate Degree
G. 2 or more years of college (but no degree)
H. Less than 2 years of college
I. High school graduate or GED equivalent with no college

33. What is/was the source of your graduate degree (masters or doctorate)?

A. Fully-funded program
B. Degree Completion Program
C. Cooperative Degree Program (COOP - CGSC/AWC)
D. Off duty - on own
E. Prior to accession
F. Other
G. I do not have a graduate degree.

34. What is/was your primary intent in obtaining an additional degree
(masters or doctorate)?

A. I do not intend to obtain an additional degree.
B. To serve more effectively in either or both of my specialties.
C. Professional intellectual growth
D. Will make me more competitive for promotion or school selection.
E. To aid in obtaining a good civilian job after I separate from the
F.,service.
F. Will help me obtain the assignment I want.
G. Other

35. To what extent does/did the opportunity to acquire additional civilian
education while in the Army influence your decision to remain on active duty?

A. A great deal
B. Moderately
C. .lightl
D. Does not apply; I would remain on active duty regardless.
E. Does not apply; I will not stay on active duty.

36. An officer should acquire an advanced degree (masters or doctorate)

even if the Army does not fund it.

.A. Strongly agree
B. Agree
C. Slightly agree
D. Slightly disagree
E. Disagree
F. Strongly disagree
G. No opinion

13
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OFFICER PROFESSIONALISM

37. All things considered, who in the military played the biggest role in
shaping your own professional military value system to date.

A. Company Commander
B. Battalion Commander .

C. Brigade Commander
D. General Officer
E. Peers
F. School instructor
G. Supervisor
H. Someone during precommissioning (USMA, ROTC, OCS, etc.)
I. Noncommissioned officers ,.-
J. Other

Indicate your agreement with the statements contained in items 38 through 40
using the following response set:

A. Strongly agree
B. Agree
C. Slightly agree
D. Slightly disagree :.A.

E. Disagree
F. Strongly disagree
G. No opinion

38. For me, service in the Army is more than just a job.

Army Ethic - Loyalty to the nation's ideals, loyalty to the unit, selfless
service and personal responsibility. 

K,

39. Overall, the officers with whom I work exemplify the Army ethic.

40. All in all, the officers with whom I work exemplify the attitude that
they are soldiers first and are physically and mentally prepared for war and
combat.

For items 41 through 43, use the following response set:

A. About 100%
B. About 75%
C, About two-thirds
D. About 50%
E. About one-third
F. About 25%
G. Less than 25%
H. Don't know

41. Of the officers at your grade that you know, what percent would make
good wartime leaders?

14 
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A. About 100%
B. About 75%
C. About two-thirds
D. About 50%
E. About one-third
F. About 25%
G. Less than 25%
H. Don't know

42. What percent of the company grade officers in your current organization
are competent in their basic educational skills (e.g. reading, writing,
mathematics, oral communications)?

43. What percent of the warrant officers (WOI-CW2) in your current
organization are competent in their basic educational skills?

44. Overall, the greatest weakness in the development of officers in both
my branch and at my grade is in the area of:

A. Technical skills
B. Tactical skills
C. Operational skills (e.g. integration of combined arms elements,

management of battlefield resources, etc.)
D. Concept Integration/cognitive skills and abilities
E. Leadership and human relations skills and abilities
F. A lack of appropriate understanding of their role
G. A lack of appropriate military values
H. Basic education skills (3R's)
I. A failure to be a soldier first (i.e. physically/mentally prepared

for war and combat).
J. Other

inM
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OTHER DEVELOPMENTAL EXPERIENCES

45. Select the developmental experience that made the greatest contribution
to your professional development as an officer.

A. Precommissioning military experience
B. Military Resident Training/Education
C. Military Correspondence Education
D. Army-Sponsored Civilian Education
E. Duty Assignments/OJT
F. A commander's specific efforts to mentor, coach, or teach
G. Self-directed developmental efforts on my own time
H. Learning from peers
I. Other

46. How many hours per month does your unit devote to formal officer
professional development for company grade officers?

A. None
B. About I hour
C. About 2 hours
D. About 3 hours
E. About 4 hours
F. About 5 hours
G. About 6 hours
H. About 7 hours
I. 8 hours or more
J. Don't know/my unit does not have company grade officers

47. How many years altogether have you spent assigned as a full-time
student in military and/or civilian schools since commissioning?

A. None
B. About I year
C. About 2 years
D. About 3 years
E. About 4 years
F. About 5 years
G. About 6 years
H. About 7 years
I. About 8 years
J. More than 8 years

16
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For items 48 through 50, use the following response set:

A. Strongly agree
B. Agree
C. Slightly agree
D. Slightly disagree
E. Disagree
F. Strongly disagree
G. Not applicable
H. No opinion

48. Noncommissioned officers have played a significant role in my
professional development.

49. Overall, the group norms and role models present in organizations/units
in which I have served have made a positive contribution to my professional
development as an officer.

50. The formal officer professional development program in my unit
contributes significantly to my development.

-:
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EVALUATION OF THE OFFICER PROFESSIONAL DEVELOPMENT SYSTEM

For items 51 through 57, use the following response set:

A. Strongly agree
B. Agree
C. Slightly agree
D. Slightly disagree
E. Disagree
F. Strongly disagree
G. Not applicable
H. No opinion

51. Overall, the current education and training system for officers
enhances Army combat readiness.

52. Education and training opportunities have occurred at the proper time'
in my career to date.

53. Overall, I am satisfied with the professional development opportunities
afforded to me by my assignment pattern to date.

54. As things now stand, I am confident that appropriate opportunities for
professional d,-velopment will be made available to me as I need them during
my career.

55. The Army officer training and education system is preparing officers in
my branch to keep pace with the fielding of high-tech systems.

56. The method of instruction in which small groups of students are taught
by a faculty team leader serving as mentor (coach/teacher) should be
expanded to all Army institutional schools for officers.

57. All Army officers should receive training in joint and combinedoperations.

18
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FUTURE EDUCATION AND TRAINING SYSTEM

For items 58 through 60, use the following response set:

A. Preparation for command
B. Preparation for staff
C. Prepare for command and staff
D. Develop basic branch skill proficiency
E. Shared experiences with peers/others across the Army -'.
F. Inculcation of Army values
G. Don't know
H. Other

(specify)

58. What should be the primary purpose of OBC?

59. What should be the primary purpose of OAC?

60. What should be the primary purpose of CAS 3? J
For items 61 and 62, use the following response set:

A. Operational level warfighting skills
B. Preparation for command~ ..- *

C. Preparation for high level staff
D. Critical thinking/concept integration
E. Leadership and development of large/complex

organizations
F. Some combination of the above
G. Don't know

61. What should be the primary purpose of CGSC?

62. What should be the primary purpose of SSC?.

63. The best action to be taken with respect to OAC, CAS 3, and CGSC is:

- A. Keep all three
B. Delete OAC
C. Delete CAS 3
D. Delete CGSC
E. Merge OAC and CAS 3 '..

F. Merge CAS 3 and CGSC
G. Other (specify)
H. Don't know; no opinion

>-1
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For items 64 through 76, use the following response set:

A. Strongly agree 1.'.
B. Agree
C. Slightly agree
D. Slightly disagree
E. Disagree
F. Strongly disagree
G. No opinion; don't know

64. In my branch, there is currently a need for additional intensive
education/training in warfighting and operational planning skills after CGSC
but prior to SSC.

65. In my branch, demands of the future battlefield will require that all
field grade officers continue their education and training beyond CGSC level.

66. CGSC (resident or non-resident) should be a prerequisite for attendance
at AFSC.

67. AFSC should continue to be considered a CGSC equivalent school.

68. There is a need for additional education and training (resident or
non-resident) beyond SSC.

69. Advanced civilian schooling is necessary for me to be proficient in at
least one of my specialties.

70. Resident course schools should not require students to complete
preliminary requirements prior to attendance.

71. Officers should continue to develop professionally through some type of
self study.

72. Some duty assignments within my grade level are more important to the
Army than others.

73. The opportunity for continued professional development should be weighted
in favor of those with the highest promotion potential.

74. The officer should be first a mentor and role model who instills Army
values and develops his subordinates as his most important responsibility.

75. The policy of early selection of a very few officers for promotion below
the zone encourages officers to focus on short-term, high visibility goals.

76. Most officers are promoted before they become competent at their existing
grade level.

20
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77. The number of officers attending CGSC each year should be:

- .. A. Expanded to accommodate all eligible officers
B. Remain the same
C. Reduced
D. No opinion; don't know

78. Who should attend CGSC?

A. All officers
B. Only those officers with potential for command
C. Those officers with potential for high level staff assignments
D. Both B and C
E. Other
F. No opinion, don't k'now

79. The policy for below the zone selections for promotion should be:

A. Remain the same as now
B. Expanded t3 include selection of all those fully qualified

for selection below the zone
C. Abolish below the zone selections
D. Don't know

80. How much time is required for officers in your branch to spend in
resident schooling (both military and/or civilian) during a 20-year career in
order to stay current in their field?

A. Less than 1 year
B. About 1 year
C. About 2 years
D. About 3 years
E. About 4 years
F. About 5 years
G. About 6 years
H. About 7 years -4
I. About 8 years

81. Which of the following should have the primary responsibility for

professional development of officers in your career field.

-A. MILPERCEN .

B. The branch proponent (e.g. service school).
C. The commanding officer/supervisor in each duty assignment.
D. Each individual officer is responsible for his/her own development.
E. 0 th 3r.__ _ _

2T'
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OTHER COMMISSIONED OFFICER ISSUES

For items 82 through 84, use the following response set:

A. Strongly Agree
B. Agree
C. Slightly agree
D. Slightly disagree
E. Disagree
r. Strongly disagree
G. No opinion; don't know

82. A factor in the evaluation of commanders should be the degree to which
they adequately develop the officers serving under them.

83. In the event of rapid mobilization, I have been prepared to assume
command and/or staff positions two levels above my current assignment.

84. The hi hest priority of the Officer Professional Development System
(OPDS) shou d be to prepare officers to assume command positions.

85. Increased resources should be applied to developing officers in your
branch for:

A. TOE type assignments
B. TDA type assignments
C. Both TOE and TDA type assignments
D. No change from current emphasis
E. No opinion; don't know

86. Should officers be required to pass a military skills competency test
prior to promotion to the next grade?

A. Definitely no
B. Yes for all grade levels
C. Yes, for-I only
D. Yes, for 0-1 and 0-2 only
E. Yes, for 0-2 only
F. Yes for 0-1, 0-2, and 0-3 only
G. Yes, for 0-3 only
H. Yes for 0-1, 0-2, 0-3 and 0-4 only
I. Yes, for 0-4 only
J. Yes, for some combination of grades other than above.

22
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A critical transition point is defined as a stage or event in the career of
an officer which represents a substantial change in level of responsibility,
scope of work, or level of understanding (frame of reference) required to
perform effectively.

87. Current transition points for officer development now tend to be
associated with schools (e.g. OBC, OAC, CAS3, CGSC, SSC). Are these the
appropriate transition points?

A. Yes
B. No
C. Do not know

88. During the first 20 years of commissioned service, what is the maximum
single block of time that an officer in your branch should be in assignments
"away from troops" (i.e. assignments other than those-ha-ving tactical or
wartime mission significance)?

A. I year or less
B. 2 years
C. 3 years
D. 4 years
E. 5 years
F. 6 years
G. 7 years
H. 8 years
I. More than 8 years

!<. 1-.'
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TAKING THE PULSE OF THE OFFICER CORPS

A number of authors recently have criticized the Officer Professional
Development System in the Army. Using the response set provided below, for I.j
items 89 through 93, indicate the extent to which you agree or disagree with
the statements below which are abstracted from the arguments made by these
critics:

A. Strongly agree
B. Agree
C. Slightly agree
D. Slightly disagree
E. Disagree
F. Strongly disagree
G. No opinion

89. Our officer development system does not go far enough today in
preparing officers for war and combat.

90. Career development for individual officers is secondary to the need for
the Army to defend the country and deter war.

91. The bold, original, creative officer cannot survive in today's Army.

92. The officer corps today is focused toward personal gain as opposed to t
selflessness.

93. The promotion system does not reward those officers who have the
seasoning and potential to be the best wartime leaders.

TURN TO NEXT PAGE.
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Branch _______ __

V ~~~Grade _____ ___

REMARKS
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Tab A to Appendix 2

STATISTICAL RESULTS OF COMMISSIONED OFFICER SURVEY

TABLE 1 TABLE 2
ITEM: A. Pay Grade ITEM: B. Active Federal Military Service as of 1 August 1984

GRADE NUMBER % CUM% RESPONSE YOS f Adjusted %

2LT 973 7.0 7.0 1 469 3.5
1LT 1841 132 20.2 2 68? 5.1
CPT 4380 31 4 51.5 3 724 5.3
MAJ 3335 23.9 75.4 4 641 4.7
LTC 2420 173 928 5 569 4.2
COL 1010 7.2 100.0 6 587 4.3

14046 7 578 4.3

Company Grade 7194 51.2 8 564 4.2
Field Grade 6852 48.8 9 501 3.7

10 515 3.8
14046 100.0 11 445 33

REMARKS Almost 23.000 surveys were mailed to officers ran- 12 637 4.7
domly selected from across all grades and branches. Return 13 548 4.0
rate was 61%. A stratified sampling technique was used to 14 570 4.2
insure accurate representation at least by company grade/field 15 638 4.7
grade and by combat armslcombat support/combat service 16 596 44

support categories 17 545 4.0
18 819 6.0
19 580 4.3

20 410 3.0
21 340 2.5
22 318 2.3
23 280 2.1
24 246 1.8
25 228 1.7

OTHER 1009 7.2

14046 100.0

REMARKS: Partial years rounded upward to next higher year.
Included in the "other- category are respondents who did not
mark a category plus those with more than 25 years AFMS.
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TABLE 3 TABLE 6
ITEM: C. Basic Branch ITEM: F. initial Specialy

RESPONSE # % RESPONSE #_ _/o_.,__

A Adjutant General 984 7.0 11 Infantry 1297 9.3 .,- -

B. Air Defense Artillery 865 6.2 12 Armor 1122 80
C. Armor 1089 7.8 13 Field Artillery 1063 7.6
D. Aviation 1340 9.6 14 Air Defense Artillery 865 6.2
E. Chemical 690 4.9 15 Aviation 1013 7.9
F. Engineer 965 6.9 18 Sperial Forces 7 0.1G. Field Artillery 1034 7.4 21 Engineer 943 6.7

H. Finance 605 4.3 22 Topographic Engineer 4 0.0
I. Infantry 1232 8.8 23 Facilaes/Contract/ 8 0.1
J. Military Intelligence 915 6.5 Construction Mgmt
K. Military Police 909 6.5 25 Communicaion-Electronics 779 5.6
L. Ordnance 1079 7.7 27 Communication-Electronics 87 0.6
M. Quartermaster 780 5 6 Engineerinq
N. Signal 908 6.5 31 Military Police 892 6 4
0. Trarisporta'on 607 4.3 35 Military Intelligence 510 3.6
P. ZZZ 44 - 36 Counterintelligence-Signal 178 1.3

14046 100.0 Security, Human Intelligence
REMARKS: Albranche a a e d37 Signal Intelligence, Electronic 227 1.6
REMARKS: All branches are fa;'ly repres~rtee afrWarfare

41 Personnel Programs Management 219 1 6
_ __ _ _42 Administrative & Personnel Systems 710 5.1

TABLE 4 Management

ITEM: D. Command to Which Ass.gned 43 Community Activities Management 40 0.3
44 Finance 593 4 2

RESPONSE # Adjusted O/% 45 Comptroller 18 0.1
USAREUR 2563 18 3 46 Public Affairs 8 0.1
EUSA 375 2.7 48 Fceign Area Officer 8 0.1
USARJ 41 03 49 Operations Research/ 49 0.1
WESTCOM 216 15 Systems Analysis
TRADOC 3074 22.0 51 Research and Development 51 0.1
FORSCOM 3465 248 52 Nuclear Weapons 52 0.1
DARCOM (AMC1 828 59 53 Automated Data Systems 21 02
MDW 113 08 Management
USAHSC 19 0.1 54 Operations Plans/Training/ 9 0.1
USAREC 117 08 Force Development
USMA 213 15 71 Aviation Logistics 184 1.3
HODA (and FOAs) 992 71 72 Communications-Electronics 36 03
RC Duty 172 1.2 Materiel Management
Joint/Combined Duty 671 4.8 73 Missile Materiel Management 159 1.1
INSCOM 255 1.8 74 Chemical 678 4.9
USACIDC 65 05 75 Munitions Materiel Management 282 2.0 ",,- ,
Otler 803 57 81 Petroleum Management 55 04
ZZZ 64 missing 82 Subsistence Management 47 0.3 '-. ,

14046 100.0 91 Maintenance Management 606 43 ,
92 Materiel/Services Management 661 4.7
95 Transportation 575 41

_ _ _ _ _ _ _97 Procurement 26 0.2

TABLE 5 ZZZ 64 missing

ITEM: E. Type of Unit to Which Assigned 14046 100.0

RESPONSE # %" -
'

Combat 2539 18.2 -
Combat Support 1340 9.6
Combat Service Support 1687 12.1 ;,-'%
ROTC or USMA Staff and Faculty 678 4.8
Gamson/lnstallation Staff 1134 8.1
Recruiting, Readiness Regions 290 2 1
Corps or higher level staff 2762 19 8

(includes MACOM, DA, etc.)
Duty with Reserve and National Guard 178 1 3
Training (includes service school 1844 13 2

staff and faculty)
Other 1530 10.9
ZZZ 64 missing

14046 100.0
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TABLE 7 TABLE 8
ITEM: G. Additional Specialty ITEM: H. Year Group

RESPONSE # % RESPONSE YEAR # %

11 Infantry 20 02 Before 1959 384 2.8
12 Armor 25 0.3 1959 192 1.4
13 Field Artil!ery 23 0.2 1960 224 1.6
14 Air Defense Artillery 20 0.2 1961 248 1 8
15 Aviation 164 1.7 1962 274 2.0
10 Special Forces 21 0.2 1963 320 2.3
21 Engineer 25 03 1964 325 2.4
22 Topographic Engineer 53 0.6 1965 359 2.6,N
23 Facilities/Contract/ 261 28 1966 497 3.6 , "

Construction Mgmt 1967 857 6.3
25 Communication-Electronic- 69 0.7 1968 595 4.3
27 Communication-Electronics 148 1.6 19,9 642 4.7

Engineering 1970 685 5.0
31 Military Police 73 08 1971 508 3.7
35 Military Intelligence 284 30 1972 513 3.7
36 Counterintelligence-Signal 138 15 1973 472 34

Security, Human Intelligence 1974 420 31
37 Signal lntell:gence, Electronic 154 1.6 1975 391 2.9

Warfare 1976 519 3.8
41 Personnel Programs Management 1149 12.2 1977 594 4.3
42 Administrative & Personnel Systems 403 4.3 1978 703 5.1 L7.%

Management 1979 668 4.9
43 Community Activities Management 130 1 4 1980 700 5.1
44 Finance 211 2.2 1981 886 6.5 V
45 Comptroller 533 5.7 1982 811 5.9
46 Public Affairs - - 1983 755 5.5
48 Foreign Area Officer 587 6 2 1984 141 1.0
49 Operations Research/ 462 4.9 REMARKS: The sample represents the various year groups in

Systems Analysis such a manner as to insure fair and complete representation.
51 Research and Development 662 7.0
52 Nuclear Weapons 122 1 3
53 Automated Data Systems 493 5.2

Management
54 Operations Plans/Training/ 1199 12.7

Force Development TABLE 9
71 Aviation Logistics 49 05 ITEM: I. Sex
72 Communications-Electronics 86 09 RESPONSE Sex # %

Materiel Management
73 Missile Materiel Management 48 05 Male 12912 92.2
74 Chemical 42 0.4 Female 1097 7.8
75 Munitions Materiel Management 81 09 ZZZ 37 missing
81 Petroleum Management 42 0.4 Total 14046 100.0
82 Subsistence Management 41 0.4
91 Maintenance Management 332 35
92 Materiel/Services Management 869 92
95 Transportation 102 1.1 4
97 Procurement 288 31
ZZZ 4637 missing14046 100.0

REMARKS: Many company grade officers have not yet been
assigned an additional specialty

',U'
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TABLE 10
ITEM: J. Do you plan to make the Army a career? (That is, 20 or more years of service)

RESPONSE (%) CG FG CA CS CSS ALL

A. Yes, I plan to remain in the 22.9 32.4 28.6 26 8 26.5 27.5
Army as long as I can beyond 20.

B. Yes, I plan to retire at 20. 15.5 19.0 15.8 17.6 19.1 17.2
C. Yes, but I am undecided as to 25.9 47.7 37.7 34.8 35.8 36.4

when I will retire.
D. I have made no decision as to 26.2 0.6 13.3 15.3 13.1 138

whether or not I will make the
Army a career

E. No, I do not plan to make the 9.7 0.3 4.6 55 5.6 5.1
Army a career.

REMARKS- While there is no difference of perception caused by branch, there is a difference in perception between grades Specifi- -.

cally, majors and above have decided to stay at least until 20 YOS. Also, most officers have made up their minds to stay/leave by '.

the time they are captains The first assignment is critical in the influence/decision process. Overall, 810/o are favorably inciined toward .
making the Army a career-a positive sign.

TABLE 11
ITEM: K. Which of the following joint service schools have you attended? _"____

RESPONSE (%) CG FG CA CS CSS ALL

A I have not attended any joint 963 81.0 89.0 87.3 90.1 88.9
service schools. "

B. National War College 0.0 1 1 0 7 0.6 0.3 0.5
C. ICAF 0.0 2.2 0.6 0.9 2.0 1 i
D. AFSC 0.1 86 4.9 3.8 3 5 4.2
E. Other 36 7.2 4.8 74 4.2 5.3

REMARKS Nineteen percent of field grade officers have attended at least one joint service school.

TABLE 12 _ _ _ _ _ _
ITEM: L. Through which of the following did you receive your commission?

RESPONSE (%) CG FG CA CS CSS ALL

A. OCS 13.9 263 19.8 21 3 190 199
B USMA 14.1 10.8 20.2 70 4.7 12.5
C. ROTC 68.7 56.9 56.2 67 2 70 3 63.0
D Direct Appointment 3.1 54 3.4 4.3 56 4.2
E. Other 0.2 0.5 0.5 0.2 04 04

TABLE 13 -1
ITEM: 1. Please noicate which choice below describes your current assignment (Previous assignment if you are currently in school.)

RESPONSF (%) G PG CA CS CSS ALL

A. Commander 18.0 13.5 175 15.3 135 158
B Division/Brigade/Battalion Siaff 272 15.5 213 25.4 18.5 21.5
C. High level staff (corps arid and 70 282 14.9 16.8 21.5 173

highei level)
D. Combined or Joint Sta, 1.5 9.7 4.1 7.5 5.9 5.5
E Installation Staff 85 9.5 6.7 7 4 13.9 9.0
F. Instructo 6 8 6.7 8.5 5.8 4.6 6.7
G Speciaity Immaterial Assignment 3.0 2.8 3 2 2 1 3.2 2 9 1
H Other 28 1 14.1 237 19.7 189 21 3

REMARKS Compaoy grade officers and captains in particular are exposed to a wide range of cormand/staff type assignments.
The typical company commander has 7 YOS tre typical captain on staff has 8 YOS, ine typical hattalion commander has 17-18 YOS

" -'.,Z
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TABLE 14 -

ITEM: 2. Are you currently working in a duty position that requires you to use either your initial or additional specialty skills-

RESPONSE (%) CG FG CA CS CSS ALL

A Yes; initial specialty only 58.8 22 1 37 3 49 0 40.1 41 0
B Yes, additional specialty only 75 19.7 17.2 92 10.9 13.5
C Yes; both initial and additional 13.6 44 4 26.8 25.9 33.6 286

specialties
D No 20.0 138 187 159 152 17.0
REMARKS While most company grade officers work on a duty position that requires either initial (branch) or additional (functional
area) skill. 200o are not Seventaen percent of the total sample are in duty positions that don't require their branch/area skills

TABLE 15
ITEM: 3. How satisfied are you with your current duty position? _ _._._

RESPONSE (0/6) CG FG CA CS CSS ALL

A Very satisfied 37.3 47.7 41.9 41.7 43.6 42.4
B Satisfied 34 7 30 6 32.9 32 9 32 2 32.7
C. Slightly satisfied 11 3 88 10.0 10.4 10.0 10.1
D Slightly dissatisfied C 7 4.6 5.8 55 5.5 5.7
E Dissatisfied 58 5.2 59 5.7 4.9 5.5
F Very Dissatisfied 42 3.1 3.5 38 3.7 3.6

REMARKS The officer corps is satisfied (850) with current duty position. Neither grade nor component makes any appreciabte
difference in perception

TABLE 16
ITEM: 4. Select the skills which are most important to you in your current duty position (Previous duty position if currently in school)

RESPONSE (0,%) CG FG CA CS CSS ALL

A Leadership and human reations 31 1 31.5 31.6 30.4 31.6 31 3
B Time management skils 13.4 103 11.8 122 11.7 11.9
C Resource management (other than 12.2 12.8 12 6 103 14 3 12.5

time) skills
D Setting priorities/goals 6.9 6.0 6.2 5 6 7.5 6.4
E Technicalltactical skil-s 128 9.0 11.3 12.5 90 10.9
F Development of organizatiuns 1 8 2.0 1 9 1 3 2.3 1 9
G Concept integrationlcognitive 4.5 8.8 6.3 7.7 6 1 6.6

skills
H Communication skills (written 15.9 17.9 16 6 186 15.9 16.9

and oral)
I Other 1 5 1 7 1.8 1.5 1.6 1.6

RFMARKS Leadership and human relations skills are consistently cited as "most important to you in your current duty;' regardless
of grade or component Communication skills are also :mportant.
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TABLE 17
ITEM: 5. How far forward do the longest programs/projects over which you have control in your current job extend (i.e, How far
forward do these programs/projects have an impact/payoff/results)?

RESPONSE (%) CG FG CA CS CSS ALL

A. 1 week or less 3.5 1 3 2.4 2.5 2 4 2.4
B. Between 1 week and 1 month 10.6 2.3 7.0 6.1 6.2 6.5
C. Between 1 and 3 months 14 8 4.3 10.7 9.0 8.6 9 7
D. Between 3 and 6 months 13 2 5.5 10.5 9.6 7.9 9.5
E. Between 6 and 12 months 21.0 16.1 192 18.2 18.2 18.7
F. Between 1 and 2 years 149 19 1 16.3 17.7 18.1 6.9
G. Between 2 and 5 years 12.3 28.5 18.4 20.3 22 7 20.1
H. Between 5 and 10 years 4.6 12.9 79 9.4 90 8.6
I. Between 10 and 15 years 1.1 32 2.0 2.7 1.8 2.1 L
J. More than 15 years 4.0 6.9 5.5 5.6 5 2 5.4

REMARKS- There is a strong positive correlation between grade and time span; data derived from this question lend support to
the PDOS Decision Skill/Cognitive Conceptual Skill Theory of Organiza ion.

TABLE 18
ITEM: 6. Including both duty and nonduty time, indicate the average number of hours per wee!. you believe you could devote to

a correspondence type of course during your current assignment.

RESPONSE O%) CG FG CA CS CSS ALL
A. 1 hour or less 2" " 26.9 25.4 23.1 23.1 24.2
B. About 2 hours 21.2 18.8 20.7 18.3 20.5 20.1
C. About 3 hours 16.8 12.6 14.7 15.0 14.7 14.8
D. About 4 hours 14.9 16.3 146 16.5 16.2 15.6
E. About 5 hours 9.0 78 8.4 8.9 7.9 8.4
F. About 6 hours 7.5 7.4 7.0 8.2 7.5 7.5
G. More than 6 hours 8.9 102 89 10.0 10.2 9.6

REMARKS The typical officer could devote three hours or less per week to a correspordence type course during current assign-
ment This is true regardless of grade or componant except for colonel where the typical response is two hours or less per week.

TABLE 19
ITEM % Agree

CG FG CA CS CSS ALL

7. I have sufficient opportunity in my 70.2 71 2 70.4 69.1 72.3 70.6
current assignment to furthei my pro-
fessional development.

8. In my current assignment, I have a 49.4 32.3 41 3 40.3 41.7 41.2
mentor that is helping to prepare me for
future assignments (A mentor is some-
one, normally a superior, who acts as
though he/she were a coach, a parent. a j., L
teacher, etc.) _

REMARKS' The "agree" scale results from combining "strongly agree-agree-slightly agree" data Regardless of grade or compo- ,' ;
nent, 71% of respondents feel they have sufficient opportunity in their current assignment to further their professional development
(on the flip side, almost 1/3 do not) Also, most officers (59/o) do not feel they have a mentor in their current assignme,,t This percep-
tion correlates negatively with grade-the higher the grade, the less likely the individual is to perceive he/she has a mentor.
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TABLE 20
N: ITEM. For items 9 through 16, indicate to what extent each learning experience actually helped prepare you to perform the duties

in your current assignment (Previous assignment if currently in school.)

RESPONSE (%) Extra Helpful Somewhat Helpiul Little/No Help N/A

9 Service Schools (resident). 27.0 49.0 19.8 4.2
10. Service Schools (non-resident): 3.7 20.0 19.2 57.1
11. Advanced Civil Schooling (Masters or doctorate)- 21.2 22.1 9.6 470
12. Correspondence Course (either milhary or civilian; 2 5 170 19.9 60.6

other than non-resident service school):
13 Civilian contract short-course training' 7.3 154 86 68.7

.,' 14. Sell study. 39.9 45.3 5.7 9.1
15. On-the-job training/unit experience: 75.8 19.6 2.7 1.9
16 Coaching or teaching by mentor, 21 1 322 24.2 22.5

REMARKS. Of those learning experiences listed, "OJT/unit experience" definitely was cited "most helpful" in preparation to per-
form current duties, self study was second, resident service school third. Additionally, company grade officers tended to rate "coach-
ing or teaching by mentor" higher than field grade officers, field grade officers tended to rate "advanced civil schooling" and "non-
resident service schools" more helpful than did company grade officers.

TABLE 20A

ITEM: 9. Service School (resident). Indicate to what extent each learning experience actually helped prepare you to perform the
duties in your current assignment. (Previous assignment if currently in school.) L%-

RESPONSE (%) CG FG CA CS CSS ALL

A Extremely helpful 25.0 29 1 28 6 24.8 26.3 27.0
B. Somewhat helpful 49 4 48 6 47 5 49.4 50.9 49 0
C. Little or no help 20.2 19.4 19.9 21.1 18.6 19.8
D Not applicable 5.5 2.9 4.0 4 7 4.2 4.2

REMARKS. Third most useful category of learning experience in terms of utility in preparation for current assignment Grade and
*. j component do not influence the results eppreciably

TABLE 20B
ITEM: 10. Service School (non-resident) Indicate to what extent each learning experience actually helped prepare you to perform
the duties in your current assignment. (Previous assignment if currently in school.)

RESPONSE (0/0 CG FG CA CS CSS ALL

A Extremely helpful 3 3 4.1 3.6 3.4 4.0 3.7
B. Somewhat helpful 16.3 24.0 190 20.6 21.3 20.0
C Little or no help 13.5 252 17.9 20.4 20.3 19.2
D Not applicable 66.9 46 7 59.5 55.5 54.4 57.1

REMARKS. Most officers (57') selected N/A for this item, for the remainder, field grade officers tended to find non-resident service
schools to be slightly more useful than company grade officers in preparation for current assignment Component is not a factor

TABLE 20C
ITEM: 11. Advanced Civil Schooling. Indicate to what extent each learning experience actually helped prepare you to perform the
duties in your current assgnment (Previous assignment if currently in school.)
RESPONSE (%) CG FG CA CS CSS ALL

-. A Extremely helpful 11.4 31 6 19.9 21 3 233 21.2
B Somewhat helpful 12 7 32 1 20.3 23.0 24 3 22.1
C. Little or no help 6.3 13.1 94 103 9.2 9.6 r
D Not applicable 69 6 23.2 50 3 45 3 43.2 47.0

REMARKS. For those officers who lIave attendeo Advanced Civil Schooling, approximately 80q% (regardless of grade) found this
experience to be at least somewhat helpful Grade and component is not a factor in the response set other than opportunity to have
attended

JJ-2-A-7

- - ~ -~ - - - --- - - -



4....

ITEM: 12. Correspondence Course indicate to what extent each learnig experience actually heped prepare y )u to perform the

duties in your current assignment (Previous assiqnment if currently in school.)

RESPONSE (/0) CG FG CA CS CSS ALL

A Extremely helpful 29 20 20 2.5 32 2.5
B Somewhat helpful 18.0 160 15.6 176 19.0 17.0
C. Little or no help 15.4 247 190 21.0 206 19.9
D Not appicable 63.7 57 3 63 4 58.8 57.3 60.6

REMARKS Most officers (61%) have not experienced correspondence courses. only 20% find this learning exper.ence to have been
at least "somewhat helpful." Grade and component are not appreciable factois in the response.

TABLE 20E
ITEM: 13. Civilian Short Course Indicate to w at extent each learning experience actually helped prepare you to perform the duties
in your current assignment. (Previous assignment if currently in school.)

RESPONSE (%) CG FG CA CS CSS ALL

A Extremely helpful 6.5 8.0 6.2 8.1 83 7.3
B. Somewhat helpful 14.0 169 13.9 15.5 17.7 154
C Little or no help 7.2 10.0 46 6 8.9 8.3 8.6
D. Not applicable 72.2 65.1 71.3 67.5 65.6 68.7
REMARKS- Most officers (69%) have not participated in a "civilian short course, 23% find this type learning experience to be at
least "somewhat helpful" Field grade officLrs tend to find such courses of more practical utility than do company grade officers.

TABLE 20F
ITEM: 14. Self-study, Indicate to what extent each learning experience actually helped prepare you to perform the duties in your
current assignment (Previous assignment if currently in school.)

RESPONSE (%) CG FG CA CS CSS ALL

A Extremely helpful 40.1 39.7 41 2 40.2 37.7 39.9
B. Somewhat helpful 44 0 46.7 44.9 45 8 45.4 45.3
C. Little or no help 5.2 6.3 5 3 5.9 6.3 5.7
D. Not appl:cable 10 8 7.3 8.6 8.1 10.6 9.1

REMARKS" "Self study" is the second most powerfLi lear,,ing experience listed in terms of itility in helping prepare for the duties
in current assignment Eighty-five percent found self study to be at least somewhat helpful. Grade and component are not factors
in the response

TABLE 20G

ITEM: 15. OJT Indicate to what extent each learning experience actually helped prepare you to perform the duties in your current
assignment (Previous assignment if currently in school)

RESPONSE (%) CG FG CA CS CSS ALL

A. Extremely helpful 76 7 74.8 76 0 75 6 75 8 75 8
B. Somewnat helpful 184 21.0 19.6 19.4 197 19.6
C Little or no help 2.6 2.7 27 2.9 25 27
D. Not applicable 2.3 1 6 1.8 2.2 2.0 1.9

REMARKS "On-the-job traininglunit experience" is by far the most powerful learning experience cited-regardless of grade or
component-in terms of utility in preparation for current assignment Neither grade ncr component influences the response set.
Seventy.six percent found OJT to be -extremely helpful." while an additional 20% found it to be somewhat helpful
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_ _ _ _ _ _ _ TABLE 20H
ITEM: 16. Mentoring indicate to what extent each 1, .ning exper-ence actually helped prepare you to perform the duties in your
current assignment (Previous assignment if curreniv ;r, .hoc

RESPONSE (0/%) CG FG CA CS 0 ALL
A Extremely helpful 252 167 207 21.1 21 7 21 1
B. Somewhat helpful 345 298 33.3 31.1 31.4 32.2
C Little or no help 226 258 247 229 24.2 241
D Not applicable 177 277 213 249 22 7 226

REMARKS Mentoring is the fourth most powerful learning experience in terms of utility for preparation for current .'ssgnment
Fifty-three percent rate nentoring as at least somewhat helpful, while company grade officers tend to rate this item more helpful
than do field grade office,s

TABLE - ;
ITEM: 17. Please indicate the most recent military school completed fro- ;he list below:

RESPONSE (%) %_-'--"

A OBC (Officer Basic Course) 20 8
B OAC (Officer Advanced Course) 27.6
C CAS3 (Combined Arms and Services Staff School) 2.7
D CGSC (Command and General Staff Officers Course) (non-resident) 13.4
E CGSC (Command and General Staff Officers Course) (resident) 14 5

F AFSC (Armed Forces Staff College) 3 2
G AWC (Army War College) (non-resident) 0.9 ,,
H AWC (Army War College) (resident) 22
I ICAF (Industrial College of the Armed Forces) i.0
J NWC (National War College) 0.5
K Other Service War College 0.9
L Flight School 1.9
M Other 9.8
N None of the above 0.6

100.0

REMARKS- None

TABLE 22
ITEM: 18. How long ago did you complete the school indicated in item 77?

RESPONSE (%) CG FG CA CS CSS ALL

A Lessthan I year 31 1 141 222 235 232 22.8
B Less than 2 years but more than 1 year 240 134 18 1 19.4 19.6 18.8
C Less than 3 years but more than 2 years 19 1 125 159 156 163 16.0
D Less thar 4 years but more than 3 years 12-5 10.4 11 2 120 11 8 11 5
E Less than 5 years but more than 4 years 6 1 10.2 8.7 7.5 7-7 8.1
F Less than 7 years but more than 5 years 55 154 10.1 10.5 104 10.3
G Less than 9 years but more than 7 years 0 6 122 6.9 5 8 58 63
H Less ihan 11 years but more than 9 years 0-1 5 8 3.3 2.4 2.4 2 8
I More than 11 years 01 58 32 25 2.6 2.8
J Does not apply 0 8 01 04 08 0 3 05

REMARKS Most company grade officers (55%) have completed their most recent school experience Vithn the last two years.
i fify percent of field grade officers have completed their most recent school within the last four years Twenty-fouir percent of field

grade officers have been "out of school" for more than seven years Component is not a factor
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TABLE 23
MOST RECENT SCHOOL: 19. The amount of content devoted to technical skills was- ___

RESPONSE (%) Too Approp Too N/A
Much Amount Little

A. O • "',ficer Basic Course) 4.7 57.5 37 2 0.6

B. OAC (Olficer Advanced Course) 68 61.3 30.7 1,2
C. CAS3 (Combined Arms and Services Staff School) 2.7 80.9 10.5 5.9
D. CGSC (Command and General Staff Officers 31 521 356 9,2

Course) (non-resident)
E. CGSC (Command and General Staff Officers 2.9 59.7 32.5 4.8

Course) (resident)
F. AFSC (Armed Forces Staff College, 20 686 17.2 12.2
G AWC (Army War College) (non-resident) 0.8 51.2 11.2 36.8
H AWC (Army War College) (resident) 0.3 60.8 21.9 17.0
I. ICAF (Industrial College of the Armed Forces) 1.5 78.7 59 14.0
J. NWC (National War College) 2.8 50 0 19.4 27.8
K. Other Service War College 9.1 58.7 124 19.8
L. Flight School 2.3 91.7 6.1 0.0
M. Other 52 761 15.4 3.2

Total 4.5 61.7 29.1 4.7

REMARKS- Sixty-two percent overall state they received an "appropriate" amount of content devoted to technical skills at the most
recent school they attended (29 selected too little); almost =/3 of those most recen:ly comp!eting the following schools selected
"too little": OBC, OAC. and CGSC (both resident and non-resident). .'

TABLE 24

MOST RECENT SCHOOL: 20. The anount of content devoted to tactical (strategic for Senior Service College) skills was-

FRESPONSE (%) Too Approp Too NIA
Mu-,h Amount Little

A OBC (Off.zer Basic Course) 4.2 44.5 39.3 11.9
B OAC (Officer Advanced Course) 6.4 53 1 34.2 6.2
C. CAS3 (Combined Arms and Services Staff School) 72 759 13.4 3 5
D CGSC (Command and General Staff Officers 19 2 68.2 102 2.4

Course) (non-resident)
E. CGSC (Command and General Staff Officers 16 3 68.4 13.3 2.0

Course) (resident)
F. AFSC (Armed Forces Staff College) 2 9 67.4 23.1 6.6
G. AWC (Army War College) (non-resident) 5.7 80.5 12.2 1.6
H. AWC (Army War College) (resident) 3 6 77.2 19.2 0.0
I. ICAF (Industrial College of the Armed Forces) 2.2 83.9 9.5 4.4
J. NWC (National War College) 1.4 86 3 11.0 1.4
K. Other Service War College 4.9 837 8.9 2.4
L Flight School 0 8 39.2 50.2 9.8
M Other 2.0 28.7 1' "1 552

Total 83 55.3 23.2 -1.3

REMARKS- Fifty-five percent overall indicate there was 3n appropriate amount of content devoted to t-cicai skills in their most
recently attended school: however OBC. OAC. and flight school significantly lag the other schools (39%. 34%. and 500%b respec-
lively, cite these schools for having "too little" an amount of tactical content)
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TABLE 25 i-

MOST RECENT SCHOOL: 21. The amount of content devoted to leadership and human relations skills was:

RESPONSE (%) Too Approp Too N/A

Much Amount Little

A OBC (Officer Basic Course) 6.9 50.3 41.8 1.0
B. OAC (Officer Advanced Course) 9.5 538 35.5 1.2
C. CAS3 (Combined Arms and Services Staff School) 2.4 68.7 22.6 6.2
D. CGSC (Command and General Staff Officers 50 53.1 40.0 1.8

Course) (non-resident)
E. CGSC (Command and General Staff Officers 58 57.8 36.0 0.3

Course) (resident)
F. AFSC (Armed Forces Staff College) 4.6 79.0 15.5 0.9
G. AWO (Army War College) (non-resident) 08 72.6 25.8 0.8 L
H. AWC (Army War College) (resident) 20 78.5 19.5 0.0
I. ICAF (Industrial College of the Armed Forces) 3.7 83.6 10.4 2.2
J. NWC (National War College) 4.1 79.5 13.7 2.7
K. Other Service War College 33 72.7 223 1.7
L. Flight School 1.1 29.9 48.9 20.1

* M. Other 3L2 46.6 18.2 32.1

Total 6.3 54.7 34.0 50

REMARKS. Overall, 55% state there was an "appropriate amount" of leadership and human relations skills training at their most
recent schools. Schools who had greater than 30% of their recent graduates to select the reponse "too little" include: OBC, OAC,
CGSC (both resident and non-resident) and Flight School.

TABLE 26
MOST RECENT SCHOOL: 22. The qality of the technical training was:

RESPONSE (%) Ex Good Fair Poor V. Poor NIA

A. OBC (Officer Basic Course) 162 46.4 27.9 7.2 2.2 0.2
B. OAC (Officer Advanced Course) 14.3 456 27.6 8.4 3.2 0.9
C. CAS3 (Ccmbined Arms and Services Staff School) 48.9 31.7 9.7 1.6 1.1 7.0
D. CGSC (Command and General Staff Officers 5.3 32.4 34.2 12-5 4.8 10.

Course) (non-resident)
E. CGSC (Command and General Staff Officers 15.2 42.3 25A 8.8 2.4 5.8

Course) (resident)
F. AFSC (Armed Forces Staff College) 24.6 42.1 17.8 3.4 1.1 10.9

G. AWC (Army War College) (non-resident) "76 22.4 5.6 4.0 1.6 48.8
H. AWC (Army War College) (resident) -34 26.9 14.3 4.9 0.6 27.9
I. ICAF (Industrial College of the Armed Forces) 32.8 33.6 12.4 2.9 0.7 17.5
J. NWC (National War Co:lege) 12.3 34.2 9.6 4.1 0.0 39.7
K. Other Service War College 24.8 35.5 10.7 3.3 0.8 24.8
L. Flight School 62.5 34.8 2.7 0.0 0.0 0.0
M. Other 40.5 38.3 136 28 1.5 3.3

Total 18.9 41.1 24.6 7.4 2.6 5.4

REMARKS. Sixty percent rate the quality of the technical training at their most recent school as at least "good" about 113 of recent
graduates from OBC. OAC and CGSC (resident and non-resident) rate the quality of technical training as "fair to very poor"- OBC
(37%). OAC (39%). CGSC resident (37%). CGSC non-rasident (52%)
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TABLE 27
MOST RECEN SCHOOL: 23. Tne quality of the tactical training (strategic for Senior Service College) was:

RESPONSE (%) Ex Good Fair Poor V. Poor NIA

A. OBC (Officer Basic Course) 8.2 33.7 31.7 12.4 3.3 10.7
B. OAC (Officer Advanced Course) 13.3 34.5 28.9 12.6 4.4 6.3
C. CAS3 (Combined Arms and 39.0 35.8 16.1 2.7 0.8 5.6

Services Staff School) 10"
D. CGSC (Command and General Staff 9.9 48.0 28.9 6.5 2.4 4.2 i'.

Officers Course) (non-resident)
E. CGSC (Command and General Staff 26.4 46.9 17.2 4.6 1.2 1.8

Officers Course) (resident)
F. AFSC (Armed Forces Staff College) 18.4 37.5 24.5 7.5 1.8 10.2
G. AWC (Army War College) 62.6 24.4 6.5 2.4 0.8 3.3

(non-resident)
H. AWC (Army War College) 48.4 32.5 13.0 3.2 1.3 1.6

(resident)
I. ICAF (Industrial College of the 31.1 40.7 14.1 4.4 0.7 8.9

Armed Forces)
J. NWC (National War College) 4.6 37.5 9.7 1.4 1.4 4.2
K Other Service War College 51.7 36.7 5.0 5.0 0.0 1.7
L Flight School 15.3 40.5 24.0 9.9 1.9 8.4
M. Other 8.8 14.7 11.6 5.9 1.8 57.2

Total 16.3 36.0 24.4 8.9 2.7 11.7

REMARKS- Fifty-two percent ,ndicate the quality of tactical training at their most recent school was at least "'good". OBC and OAC
lag the other schools: 47% of OBC gradja*,es and 46% of OAC graduates rate the quality of the tactical training of their school
as "fair to very poor."

TABLE 28
MOST RECENT SCHOOL: 24. The quality of the leadership and human relations skill training was:

RESPONSE (%) Ex Good Fair Poor V. Poor NIA

A. OBC (Officer Basic Course) 7.1 34.0 39.5 14.7 4.2 0.6
13. OAC (Officer Advanced Course) 6.6 33.2 38.6 15.5 4.9 1.2
C. CAS3 (Combined Arms and 40.2 30.3 17.7 4.3 1.6 5.9

Services Staff School)
D. CGSC (Command and General Staff 3.4 29.5 40.1 17.7 5.1 4.1

Officers Course) (non-resident)
E. CGSC (Command and General Staff 12.7 37.7 33.7 12.0 3.7 0.2

Officers Course) (resident)
F. AFSC (Armed Forces Staff College) 31.1 35.8 25.6 4.5 1.6 1.4
G. AWC (Army War College) 32.0 48.0 14.4 4.0 0.0 1.6

(non-resident)
H. AWC (Army War College) 43.8 36.4 14.6 4.2 0.6 0.3

(resident)
I. ICAF (Industrial College of the 41.6 41.6 9.5 3.6 0.7 2.9

Armed Forces)
J. NWC (National War College) 30.1 38.4 19.2 4.1 4.1 4.1
K. Other Service War College 37.4 32.5 19.5 3.3 3.3 4.1
L. Flight School 4.5 18.9 25.7 23.8 6.8 20.4
M. Other 15.7 23.9 18.1 7.5 2.0 32.8

Total 11.5 32.5 33.6 13.2 3.9 53

REMARKS Forty-four percent rate the quality of leadershiplhuman relations skill training at their last school to be at least good ;
51% rate the quality of training as "fair to very poor "" Recent graduates of OBC, OAC. and CGSC resident courses rated the quality
of instruction as "'fair to very poor- with the following percentages. 58% (OBC). 59% (OAC). and 49% (CGSC). Given the high
marks leadership skills received for utility in current assignments. and the apparent desire for mentoring leaders, this area needs work.
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TABLE 29
MOST RECENT SCHOOL: 25. Overall, the quality of the instruction provided by the faculty in this school was.

RESPONSE (%) Ex Good Fair Poor V Poor NIA

A OBC (Officer Basic Course) 11 0 54 2 28.9 4.3 1.4 0.2
B OAC (Officer Advanced Course) 10.6 52.4 27 7 6.6 2 0 0.8
C. CAS3 (Combined Arms and Services Stall School) 68 0 24.4 4.9 11 1.4 0.3
D. CGSC (Command and General Staff Olficers 4 8 38.8 25.7 5.6 2.1 230

Course) (non-resident)
E CGSC (Command and General Stalf Officers 25.8 52.2 18 3 2.9 0.6 0.3

Course) (resident)
F AFSC (Armed Forces Staff College) 380 44.6 13.9 2.7 0.7 00
G AWC (Army War College) (non-resident) 68 3 26 0 4.1 0.8 0.0 0.8
H AWC (Army War College) (resident) 56.9 35.9 6.2 1.0 0.0 0.0
I ICAF (Industrial College of the Armed Forces) 44.4 45.2 5.2 2.2 0.7 2.2 E 1-
J NWC (National War College) 56 9 37.5 5 6 0.0 0.0 0.0
K Other Service War College 60 8 29 2 5.8 1 7 0.0 2.5
L Flight School 45.0 49.2 5.0 0.4 0.4 0.0
M Other 40.8 428 12.3 2.4 0.9 0.8

Total 208 478 22.0 4.3 1.4 3.8

REMARKS. Sixty-nine percent rate the overail qjaht, of inStruc-tion provided by the faculty in their most recent school as at least "A
good Sixt)-eight percent of CAS3 graduates state the overall quality is "excellent" (second only to AWC)

TABLE 30
MOST RECENT SCHOOL: 26. The standards for academic performance in this school

RESPONSE (%) TOO About Too N;A
High Right Low

A OBC (Officer Basic Course) 1.9 65.1 32.5 0.5 V_
B. OAC (Off cer Advanced Course) 1.5 708 268 0.8
C. CAS3 (Combined Arms and Services S'aff School) 3.5 88.9 4.9 2.7
D. CGSC (Command and General Staff Officers 1.0 81.4 16.4 1.2 "

Course) (non-resident)
E. CGSC (Command and General Staff Officers 2.6 805 16.4 0.5

Course, (resident)
F. AFSC (Armed Forces Staff College) 0.2 84.5 13.2 2.1
G AWC (Army War College) (non-resident) 2.4 94 4 3.2 0.0
H. AWC (Army War College) (res.dent) 0.3 83.3 10.5 5.9
I. ICAF (Industrial College of the Armed Forces) 1.5 84.6 9.6 4.4
J. NWC (National War College) 0.0 91.5 4.2 42 -
K Other Service War College 106 81.3 7.3 0.8
L. Flight School 1.1 859 12.9 0.0
M. Other 2.4 78.5 13.6 5.5

Total 18 751 21.3 1.7

REMARKS Seventy-live percent feel that the standards for academic performance in their most recent school are "about right-_
One of five feel the standards are "too low- (OBC = 33%. OAC = 27%). =

C.!

JJ-2.A-1.



TABLE 31
MOST RECENT SCHOOL: 27. Relative t the lime I really needed the content covered in this school, the course occurred.

RESPONSE (%) More A OK Little More N/A
than little late than
2 yr early 2 yr
early late

A OBC (Officer Basic Course) 2.2 9.4 66.0 3.0 0.8 18.7
B. OAC (Officer Advanced Course) 2.3 6.7 43.9 27.5 10.3 9.2
C. CAS3 (Combined Arms and Services Staff School) 1.1 4.9 48.9 26.8 11.1 7.3
D. CGSC (Command and General Staff Officers 3.1 6.9 398 21.4 14.4 14.3

Course) (non-resident)
E. CGSC (Command and General Staff Officers 2.8 6.8 57.4 17.5 7.7 22.2 Z

Course) (resident)
F. AFSC (Armed Forces Staff College) 4.8 6.8 58.0 11.9 3.4 15.1
G. AWC (Army War College) (non-resident) 0.8 3.2 56.0 17.6 14.4 23.1
H. AWC (Army War College) (resident) 0.3 4.6 67.9 11.5 4.6 11.1
I. ICAF (Industrial College of the Armed Forces) 0.7 5.9 71.1 10.4 4.4 7.4
J NWC (National War College) 0 0 8 2 65.8 6.8 4.1 15.0 1:
K Other Service War College 33 4.9 59.8 10.7 9.8 11.5
L Flight School 0.0 1.9 77.0 1.9 3.4 15.7
M. Other 2.3 6.8 67.6 7.3 43 11.7

Total 2.4 7.1 54.6 16.1 7.4 12.5

REMARKS The NIA data above are the combined results of those who responded not applicable" with those who responded
"'don't know " The data suggest that although the liming of the most recent school attended is "about right" for most, there is
a significant number for whom schooling octurs too late For example, those responding a course occurred too late (either a little
or more than 2 years late) include OAC (38%), CAS3 (38%). CGSC (resident) (25%) and CGSC (non-resident) (36%/).

TABLE 32
MOST RECENT SCHOOL: 28. To what extent did this school experience contribute to your professional development as an officer?

RESPONSE (%) Critical Major Some Little None NIA

A. OBC (Officer Basic Course) 105 33.8 39.3 13.8 2.4 1.2
B OAC (Officer Advanced Course) 68 32.0 43.2 14.4 3 1 0.5
C CAS3 (Combined Arms and Services Staff School) 25 1 52.7 19.0 2 7 0.5 0.0
D. CGSC (Command and General Staff Officers 9.6 26.1 42.7 15.5 50 1.1

Course) (non.resident)
E. CGSC (Command and General Staff Officers 200 50.1 24.7 4.2 0.7 0.1

Course) (resident)
F. AFSC (Armed Forces Staff College) 14.9 52.0 29.6 2.3 0.7 0.5
G. AWC (Army War College) (non-resident) 31.2 51.2 17.6 0.0 0.0 0.0
H. AWC (Army War College) (resident) 29.9 53 9 14.3 1.3 0.0 0.6
I ICAF (Industrial College of the Armed Forces) 19.0 54.0 25.5 1.5 0.0 0.0
J NWC (National War College) 28.8 53.4 15.1 1.4 1.4 0.0
K Other Service War Colege 16.3 55 3 24.4 3.3 00 0.8
L. Flight School 22.3 38.6 22.0 12.1 3.0 1.9
M. Other 123 36.9 37.4 9.1 2.9 1.3

Total 12.5 37.1 361 10.7 25 1.0

REMARKS The NIA data above are the combined results of those Nho responded "not applicabie" with those who responded
don't know - Eighty-six percent indicate that their most recent school experience contributed at least some to their professional

development The following schools had median response of 'major zontribution CAS3. CGSC (resident), AFSC. AWC (resident
and non-resident). ICAF. NWC. other service war colleges. and Fliht School

JJ-2-A-14
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TABLE 33
MOST RECENT SCHOOL: 29. My most recent school effectively prepared officers to become mentors.

RESPONSE (%) Agree No Opinion

A. OBC (Officer Basic Course) 32.0 4.3
B. OAC (Officer Advanced Course) 34.8 2.3
C CAS3 (Combined Arms and Serv-ces Staff School) 67.8 2.7
D. CGSC (Command and General Staff Officers 35.3 4.7

Course) (non-resident)
E CGSC (Command and General Staff Officers 5.2 3.0

Course) (resident)
F. AFSC (Armed Forces Staff College) 52.6 4.3
G. AWC (Army War College) (non-resident) 67.8 4.0
H. AWC (Army War College) (resident) 75.0 4.2
I. ICAF (Industrial College of the Armed Forces) 67.6 4.4
J. NWC (National War College) 68.1 2.8
K. Other Service War College 60.7 4.1
L Flight School 26.1 9.6
M. Other 43.8 8.3

Total 41.5 4.3

REMARKS Schools. in general, apparently do not do a good job in preparing officers to become mentors. A notable exception
for company grade officers is CAS3. Survey subjective remarks tend to indicate that the 'faculty-as-mentor " role model of the schoc,
instructor combined with small group modalities are responsible for these positive perceptions.

TABLE 34

MOST RECENT SCHOOL: 30. This .chool prepared me to more effectively perform my wartime duties.

RESPONSE (%) Agree No Opinion

A OBC (Officer Basic Course) 66.3 2.1
B. OAC (Officer Advanced Course) 70.4 1.0
C CAS3 (Combined Arms and Services Staff School) 91.7 0.5 ;4
D. CGSC (Command and General Staff Officers 8C.2 0.9

Course) (non.resident) I'
E. CGSC (Command and General Staff Officers 91.1 0.3 ,

Course) (resident)
F. AFSC (Armed Forces Staff College) 86.1 3.2 N
G. AWC (Army War College) (non-resident) 85.6 1.6 J T

H. AWC (Army War College) (resident) 87.9 1.6
I. ICAF (Industrial College of the Armed Forces) 86.8 07

J. NWC (National War College) 75.4 2.7
K. Other Service War College 82.1 2.4
L Flight School 89.1 1.5
M Other 64.2 7.2

Total 752 2.0

REMARKS. The agree scaie above consists of a combination of strongly agee.'" 'agree," and "slightly agree' scales. Overall,
75% agree that their most recent school effectively prepared them to perform their wartime duties. Schools with a median score
in the' agree" category include CAS3. CGSC tresident). AFSC. AWC (resident and non-resident). ICAF. NWC, other servce war
colleges. and Flight School. All the other schools (OBC. OAC. CGSC non-resident) hao a median response n the *slightly agree"
category.
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TABLE 35 t

MOST RECENT SCHOOL: 31. How helpful do you think your most recent military school experience will be to you in your future
assignments?

RESPONSE (%) Extremely Somewhat L'ttlelNo N/A

A. OBC (Officer Basic Course) 15.9 56 4 23.4 4.3
B. 9AC (Officer Advanced Course) 13.7 55.2 27.8 3.3
C. CAS3 (Combined Arms and Services Staff School) 68.8 27 2 3.5 0.5
D. CGSC (Command and General Staff Officers 14.8 548 25.5 4.8

Course) (non-resident)
E CGSC, (Command and General Staff Officers 31 5 51.5 12.3 4.7

Course) (resident)
F. AFSC (Armed Forces Staff College) 35 6 50.2 8.9 5.3
G. AWC (Army War College) (non-resident) 50.8 36.3 6 5 6.4
H AWC (Army War College) (resident) 56.5 36.3 2.9 4.2
I. ICAF (Industrial College of the Armed Forces) 47 4 40.1 8.8 2.7 L
J. NWC (National War College) 41.7 51.4 4.2 2.8 r
K Other Service War College 38.2 48.0 9.8 4.0
L Flight School 50.6 35.7 5.7 8.0
M. Other 35.2 45.3 12.9 6.7

Total 23.9 51.7 19.9 4.5

REMARKS- The data in the N/A category are a result of the combination of "not applicable" and "don't know" response catego'ies.
Seventy-six percent indicate that their most recent military school experience will be helpful for future assignments. CAS3 is
the highest scoring school in terms of perceived future utility with 69% selecting "extremely helpful." Other schools with a
median score of "extremeiy helpful" include, AW, (both resident and ron-resident) and Flight School.

__ __ __ __._ __ TABLE 36

MOST RECENT SCHOOL: 32. Indicate the highest level of civilian education you have completed

RESPONSE (%) CG FG CA CS CSS ALL

A. Doctorate Degree 0.6 1.7 1.2 1.5 0.7 1.1
B Masters Degree 16.5 69.9 39.3 43.5 46.2 42.3
C Professional Certificate 'Graduate level but less 5.1 4.9 4.9 5.0 5.2 5.0

than a Masters)
D. Bachelors Degree 74.8 23.2 52.6 48.3 46.6 49 8
E Professional Certificate 0.6 01 0,3 0.4 03 0.3

(Undergraduate Level but less than a Bachelors)
F. Associate Degree 1.0 0 0 0.7 0.6 0.3 0.5
G. 2 or more years of college (but ro degree) 1.4 0.1 0.9 0.7 0.7 0.8
H. Less than 2 years of college 0.0 0.0 0.0 0.1 0.0 0.0

REMARKS Ninety-eight percent have at least a Bachelors Degree. Not surprisingly, field grade officers tend to be more educated
than company grade officers. Component does not directly influence tea response tendency.

_______,,___- TABLE 37
iTEM: 33. What is/was the source of your graduate degree (masters or doctorate)?

RESPONSE (0/p) CG FG CA CS CSS ALL

A. Fully-funded Program 54 23.6 15.3 14.2 12.5 14.2
B Degree Completion Program 1 0 5 9 3 4 3.3 3.5 3.4
C Cooperative Degree Program 0.3 5.5 3.0 2.3 29 2.8

(COOP - CGSC/AWC)
D. Off duty - on own 13 1 34.7 21.2 23.6 275 23.6
E Prior to accession 7 1 3.5 4.0 6.6 6.5 53

F Other 1.2 2.1 1 6 1 7 1.6 1.6
G. I do not have a graduate degree 721 246 51 5 48.4 45.6 49.0L" REMARKS- Of those officers with graduate degrees, most acquired them "on their own, off duty" (i.e , 46% of those with graduate
degrees got them "cn their own"); the second most frequently mentioned category was "fully funded program" (28% of those
with graduate degrees received assistance from a "fully funded program").
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TABLE 38
ITEM: 34. What is/was your intent in obtaning an additional degree (masters or doctorate)?

RESPONSE (%) CG FG CA CS CSS ALL

A. I do not intend to obtain an additional degree. 3.4 7.7 6.3 4.6 5.0 5.5
B. To serve more effectively in either or both of 19.7 24.9 24.1 21.0 20.2 222

my spezialties.
C. Professional intellectual growth; will make me 37.0 28.7 31 0 35.4 34.0 33 0

more valuable to the Army.
D. Will make me more competitive for promotion 17.5 22.0 17.5 19.8 23.1 19.1

or school selection.
E To aid in obtaining a good civilian job after 14.1 10.6 13.5 11.1 11.6 12.4

I separate from the service
F. Will help me obtain the assignment I want. 3.1 1.9 32 2.6 1.4 2.6
G Other 5.2 4.2 4.3 5.5 47 4.7

REMARKS. Only 6% are not motivated to obtain an additional degree. The primary motivation for obtaining an additional degree
is for the "professional intellectual growth that will make more valuable to the Army." The second most frequently selected response
was "to serve more effectively in either or both of my specialties." Only 12% indicated "to aid in obtaining a good civilian job after
I separate from the service 'It is therefore reasonable to suggest that advanced civil schooling is a positive rather than selfish
factor for officers

,.t'

TABLE 39
ITEM: 35. To what extent does the opportunity to acqu~re additional civilian education while in the Army influence your decision
to remain on active duty?

RESPONSE (0/6) CG FG CA CS CSS ALL

A. A great deal 27.3 21.0 24.9 24 9 22 5 24.2
B. Moderately 18.8 158 17.2 16.8 18.0 17.3
C. Slightly 18.9 17.5 17.6 18.7 18.9 182
D. Does not apply; I would remain on active duty 27.7 44 0 36.0 35.3 35.6 35.7

regardless.
E. Does not apply; I will not stay on active duty. 7.3 1 6 4.2 4.4 5.1 4.5

REMARKS. Sixty percent feel that the opportunity to acquire additional civilian eel' cation while in the Army influences their deci-
sion to remain on active duty. Thirty-six percent would remain on active duty regardless, 50/o response; field grade officers are more
inclined to stay on active duty regardless. Conversely, additional civilian education tends to be more of an incentive to -emain on
active duty for company grade (65%) vs. field grade (54%).

TABLE 40

ITEMS % Agree:
CG FG CA CS CSS ALL

J 36 An officer should acquire an advanced 695 705 663 735 730 699
degree (masteis or doctorate) ever, if
the Army does not fund it.

REMARKS. The "agree" figures are developed by combining "stiongly agree, agree, slightly agree" responses Overall, 70qo0 feel
that offices should acquire an advanced degree even i, the Army doesn't fund it. Additionally, 2.5% slected "no opinion" as a
response (company grade = 2.8%; field grade = 2.2o/).
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TABLE 41
ITEM: 37. All things considered, who in the military played the b:ggest role in shaping your own professional military value system to date.

RESPONSE (-%) CG FG CA CS CSS ALL

A Company Commander 15.8 6.6 13.7 9.4 9.2 11.4
8. Battalion Commander 16.8 25 7 25.2 19.1 16.3 21.1
C Brigade Commander 3 1 6.2 4.6 5.1 4.1 4.6
D. General Officer 2 4 8.8 5.2 4 4 6.8 5.5
E. Peers 8.9 15.1 11.5 12.1 12.4 11.9
F. Sciool instructor 1.9 0.9 1.1 20 1.5 1.4
G. Supervisor 82 11 0 5.2 11.4 15.0 9.6
H. Someone during precommissioning 23.9 122 19.5 17.7 16.4 18.1

(USMA, ROTC, OCS, etc.)
I. Noncommissioned officet 7.8 3.0 4.8 6.5 5.9 5.5 T
J Other 11.3 105 9.2 12.3 12.5 10.9

REMARKS- The three most frequently selected responses for company grade are. someone during precomrmissioning (24o/c), bat-
talion commander (17%), and company commander (16/o) The three most frequently selected responses for field grade are: bat- .,..

talion commander (260/o), peers (15o), and someone during precommissioning (12/o). Overall, the battalion commander (21%)
and someone during precommissioning (iOo) are th9 two most frequently selected responses.

TABLE 42
ITEMS % Agree

CG FG CA CS CSS ALL

38 For me, service in the Army is more than just a 963 97.9 97.7 963 97.0 97.1
job
Army Ethic-Loyalty to the nation's ideals, loyalty
to the unt, selfless service and personal .
responsibil~ty.

39 Overall, the officers with whom I work exemplify 80.1 890 852 933 84.3 845
the Army ethic.

40. All :n all, the officers with whom I work exemplify 748 853 80.4 793 798 00.0
the attitude that they are soldiers first and are
physically and mentally preparcd ior war and
combat.

REMARKS The "agree" scales abcve result from combining "strongly agree, agree, slightly agree" responses. An overwhelming
majority (97%) agree that "service in the Army is more than a job." Additionally, most (85%, feel that the officers with whom they
work exemplify the "Army ethic" (company grade = 80%, field grade = 89%). Finally, 80% feel that officers with whom they work
exemplify the "warrior soirit" (company grade = 75/o; field grade = 85%).

TABLE 43 -',\ -

ITEM: 41. Of the officers at your grade that you knrc,, what per.ent would make good wartime leaders?

RESPONSE (%' Cc FG CA CS CSS ALL

A About 100% 1.8 3.6 2.6 2.3 30 2.7
B. About 75% 23 6 28.9 26.1 25.4 27.0 26.2
C. About two-thirds 20.1 20.0 21.2 193 18.9 20.1
D. About 50% 25.4 23.4 24.3 25.0 23 9 24.4
E About one-third 1.1 9.4 107 10.1 9.8 10.3
F. About 25% 7 5 6.4 6.9 7.0 7 1 7.0
G. Less than 25% 66 5.3 5.4 6.8 6 1 6.C
H. Dcn't know 3.9 3.0 2 7 4.0 4.2 3.5

REMARKS The median response selected by all officers is "about 50% of the officers at their grade that they know would make .
good warime leaders" The median respon3e for fied grade officers tends to be higher (median = "about two-thirds") than for - -

corpary grade (median = "a'out 50%").
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TABLE 44
ITEM: 42. What percent ui the commissioned officers (01-03) in your current organization are competent ir. their bisic educational
skills (e.g. reading, writing, mathematcs, oral communications)'?

RESDONSE (%) CG FG CA CS CSS ALL

A About 100% 39.3 22.9 31.3 31.9 31.0 31.4
B. About 75% 32.8 24.5 28.4 30.3 28.3 28.8
C About two-thirds 105 146 131 11.3 125 12.5
D. About 50U/o 8.5 14.5 11.7 10.5 11.5 114
E About one-twird 2 8 4.6 3.8 3.9 3.4 3.7
F About 25% 1.1 2.3 1.6 2.0 1.6 3.7
G. Less than 25% 0.0 2.2 1.5 1.4 1.7 1 5
H. Don't know 4 2 14.3 8.6 8.7 10.1 9.1

REMARKS. The median response selected by all officers is "about 75% of the company grade officers in their current organization
are competent in their basic educational skills." The median field grade response is lower ("about two-thirds") than for company
grade ("about 75%").

TABLE 45
ITEM: 43. What percent of the warrant officers (WOI-CW2) in your current organization are competent in thei, basic educational skills?

RESPONSE (%) CG FG CA CS CSS ALL

A About 100% 23.4 15.9 20.0 21.3 181 19.8
B. About 75% 18.0 128 15 1 15.9 15.8 15.5
C. About two-thirds 83 9.4 90 7.9 9.1 8.8
D. About 50% 9.2 10.6 11.0 6.8 10.8 9.9
E About one-third 30 4.0 40 2.6 34 3.5
F About 25% 1 5 2.2 2.0 1.5 1.8 1.8
G. Less than 25% 1.8 24 2.4 1.4 2.3 21
H. Don't know 34.9 42 6 36.5 42.5 38.7 38.6

REMARKS. Thirty-nine percent "don't know" what percent of the warrant officers in their current organization are competent in
their basic educational skiis-quite possibly because their organization may not have any warrant officers. Of those officers expressing
an opinion other than "don't know," the median response is "about 750/o" for both company grade and field grade.

TABLE 46
ITEM: 44. Overall, the greatest weakness in the development of officers in both my branch and at my grade is in the area of.

RESPONSE (%) CG FG CA CS CSS ALL

A Technical skills 9.7 108 8.5 12.4 11.2 102
B. Tactical skills 10.5 7.2 7.0 9.1 11.8 8.9
C Operational skills (e.g. 21.3 22.7 25.6 21.4 165 21.9

integration of combined arms
elements, management of
battlefield resources, etc.)

D. Concept integration/cognitive 6 6 13.1 9.1 10.3 10.3 9 8
skills and abilities

E Leadership and human rela- 17.5 19 7 18.6 17.3 19.8 18.6
tions skills and abilities

F A lack of appropriate under. 12.9 79 10.5 10.9 10.1 10.5
standing of their role

G. A lack of appropriate militaiy 4 3 3.4 4.4 3 3 3.7 3 9
values

H. Basic education skills (3R's) 2.3 2.7 2.4 2.3 27 2.5
I. A failure to be a soldier first 10.0 8.0 9.4 8.3 9 1 9 0

(i e, physically/mentally pre-
pared for war and combat).

J Other 3.0 2.5 2.6 3.0 2.7 2.7

REMARKS. The two most frequently selected responses in the identification of "greaust weakness in the development of officers
in both my branch and at my grade" are operational skills (22%'o). ' and 'leadership and human relations skills and abilites (19o/o)."
Additionally, 13% of company grade identify 'a lack of appropriate understanding of role' as a weakness, and 13% f field grade
identify "concept i teg rat ion/cognitive skills and abilities" as the greatest weakness.
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TABLE 47
ITEM: 45. Select the deveiopmental experience that made the greatest contribution to your professional development as an officer

RESPONSE (0/o) CG FG CA CS CSS ALL

A. Precommissioning military
experience 22.8 82 17.0 15.1 13.9 15.7

B. Military Resident Training/Education 5.0 62 5.6 5.8 5.3 5.6 L
C. Military Correspondence Education 0.2 0 3 0.2 0.2 0.4 0.3 7.
D. Army-Sponsored Civilian Education 0 6 2.5 1.5 1.5 1.8 1.6
E. Duty Assignments/OJT 44.0 59 1 50.6 50 9 52.8 51 3

. F A commander's specific efforts to 11.7 11 0 121 11.1 10.5 11 A

mentor, coach, or teach
, .Self-directed developmental efforts 8.8 7.9 7.9 8.5 9.3 8.4

on my own time
H. Learning from peers 4.2 3 5 3 7 4.4 3.7 3.9
I. Other 2.5 1.3 1.6 2.1 2.4 2.0

REMARKS- "Duty assignments/OJT" is the developmental experience that overall makes the greatest contribution to professional
development (51%) The second most frequently mentoned response is "precommissioning experience," followed by a "commander's
specific efforts to mentor, coach, or teach " Company grac'e tend to place more emphasis on the precommissioning experience
than do field grade, while field grade place more value on duty assignments and OJT than do company grade. Component is not a factor.

2 .', TABLE 48
ITEM: 46. How many hours per month does your unit devote to formal officer professional development for company grade officers?

RESPONSE (%) CG FG CA CS CSS ALL L

A. None 32.7 39 7 32.0 36.9 42.0 36.1
B. About 1 hour 19.3 14.6 17.0 17.7 16.7 17.1
C. About 2 hours 16.6 11.9 14.7 15.1 13.1 14.3
D. About 3 hours 7.2 37 6.1 5.1 48 5.5
E. About 4 hours 13.5 8.5 126 10.0 9.4 11.1
F. About 5 hours 2.2 0.9 1.8 1.5 1.1 1.5
G. About 6 hours 2.6 1.6 27 1 7 1.4 2.1
H. About 7 hours 0.7 0.4 0.7 0.3 0.5 0.6
I. 8 hours or more 3.5 2.4 3.8 2.7 2.0 3.0
J. Don't know/niy unit does not 1.7 16.4 8.5 9.0 9.0 8.8

have company grade officers

REMARKS- The median response overall is that units/organzations devote "about 1 hour" per month to formal professional develop-
ment for company grade officers Many officers (360/b) report their unit has no formal program, whle there is a slight tendency
for combat arms officers to report more formal professional development hours than do combat service support officers. Formal
programs need work.

TABLE 49

ITEM: 47. How many years have you spent assigned as a full-time student in either a military or civ Ian school since commiss:oning?

RESPONSE (%) CG FG CA CS CSS ALL

A. None 24.3 1 4 10.7 16.2 15.0 13.3
B. Aoout 1 year 536 15 5 31 1 36.7 40.1 35.1
C. About 2 years 15.4 27.0 225 18 6 20.7 21.0
D. About 3 years 4.9 24.5 16.6 13.1 12.2 14.5
E. About 4 years 1 2 182 11 0 87 7.4 9.8
F About 5 years 0.4 87 55 42 29 44
G. About 6 years 0.1 32 1.9 1.5 1.3 1.6

- H. About 7 yeaes 01 1.0 0.6 0.6 03 0.5
I. About 8 years 0.0 0.2 01 01 00 0.1
J More :han 8 years 01 02 01 0.3 0.1 01

REMARKS- Overall, the median response is that the respondent has spent "about 2 years" as a full-time student, the median response
for the company grade otricer is "about 1 year." while for the fie!d grade officer ilt is "about 3 years." Component is not a factor.

..
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TABLE 50
ITIRMS % Agree

CG FG CA CS CSS ALL

48. Noncommissioned officers 88.5 84.8 87.0 87 7 85 4 86.6
have played a significart role
,n my professional develop-
ment.

49. Overall, the group norms and 790 88.5 84.5 82.7 82.9 83.5 -

role models present in organi-
zations/units in which I have
served have made a positive
contribution to my profes-
sional development as an
officer

50. The formal officers profes- 31.1 220 29.2 26.4 230 26.6
sional development program
in my ulit contributes signifi-
cantly to my development

51 Overall, the current education 71.6 78.0 77.7 73.1 71.6 74.7
and iraining system for
officers enhances Army com-
bat readiness

52. Education and training 70 6 67.7 69.7 68.4 69.1 69 2
opportunities have occurred at
the proper time in my career
to date.

53 Overall. I am satisfied with 67.7 68 8 68 2 67.1 69.1 68.2
V the professional development

opportunities afforded to me
by my assignment pattern to
date

54. As things now stand, I am 67.5 47.1 56.5 57.7 59.1 57.5
confident that appropriate
opportunities for professional
development will be made
available to me as I need
them during my career

55. The Army officer training and 51.2 41.9 51.8 40.6 43.4 467
education system is preparing
officers to keep pace with the
fielding of high-tech systems

56 The method of instruction in 76 6 67.3 71.6 73 5 71 8 72 2
which small groups of stu- L
dents are taught by a faculty
team leader serving as
coach/mentorteducator should
be expanded lo all Army
institutional schools for
officers'.

57. All Army officers should 92.8 87.0 90 1 91.5 88.1 89.9
receive training in joint and
combined operations

REMARKS. a) The above agree data were obtained by combining "strongly agree," 'agree," and ''slightly agree" responses -

3) Overall. 87,o agree that NCOs played a significant role in their professional development, 84% agree that "socialization" (item
49) ltas made a significant contribution to development ifield grade tends to agree more on the contribufhon of socialization than
company grade). c) Only 270,o agree the formal unit development program contributes to their development (company grade-31 01b,
field grade = 22%) d) Overall, 69% agree that education and training opportunities have occurred at the right time in their career
and 68"io agree tiey are satisfied with their assignment pattern to date e) Although 58 0/ agree they are confident future opportuni-

S ties for professional development will be made available as needed, those percentages are 6/3% for company grade, 47% for field
grade f) More company grade officers agree (51 /o) that the training and education system is preparing officers to keep pace with
hgh-tech systems than do field grade officers (42%) g) Seventy-two percent agree the small group classroom model with "faculty

* as mentor should be expanded to all schools (from CAS3), 77% of company grade 67% of field grade agree h) Officers strongly
Support jont and combined operations training (90/o agree) • _
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TABLE 51
ITEM: 58. What should be the primary purpose of OBc?

RESPONSE (%) CG FG CA CS CSS ALL

A Preparation for command 2.0 25 28 2.3 17 23 -
B Preparation for staff 0.1 0.0 0.3 0.8 0.5 0.5
C Prepare for command and staff 2.3 1.5 1.2 2 7 2.5 2 0
D. Develop basic branch skill proficiency 87.4 860 89 2 85.1 84.1 86.7
E Shared experiences with peers/others 00 00 03 0.3 04 0.3

across the Army
F. Inculation of Army values 3.9 7.6 4.6 6.6 9 0 6.4
G. Don't know 00 00 0.2 0.2 0.1 0.2
H Other 2.2 1.1 1.5 1 9 1.7 1.7
REMARKS Eighty-seven percent of those office-s whose most recent school was OBC feel that the school's primary purpose should
be to develop basic branch skill proficiency.

_ __,_TABLE 52

ITEM: 59. What should be the primary purpose of OAC9

RESPONSE (%) CG FG CA CS CSS ALL

A Preparation for command 34.3 27.7 37.1 27.5 24.7 31 1
B Preparation for staff 3.5 4.6 2.8 4.1 6 0 4.0
C Prepare for command and staff 51.7 555 53.9 54.7 520 53.5
D. Develop basic branch skill proficiency 1 5 5.6 1.8 4 7 5.1 3.5
2, Shared experiences with peers/others 5 8 4.4 2.6 5.6 8 7 5.1

across the Army
F Inculcation of Army values 0.0 0 1 0.3 0.7 0.6 0.5
G Don't know 1.7 05 09 1.3 14 1.1
H. Other 12 10 0.7 1.4 1.6 1.1

REMARKS- Fifty-five percent of those officers whose most recent school was OAC feel that the school's primary purpose should
be to prepare for command and staff; 31% feel the p,,rpose should be to prepare for command.

TABLE 53
ITEM: 60. What should be the primary purpose of CAS3?

RESPONSE (O) CG FG CA CS CSS ALL

A Preparation for command 2.2 2.3 2.0 2 8 2.1 2.2
B Preparation for staff 44 2 46 3 52 1 40.5 38 1 45 2 1I
C Preoare for command and staff 25.7 31.0 24.8 31.0 31.5 28 3
D Develop basic :ranch skill proficiency 0.3 0 5 0.3 0.5 0.4 0.4 q
E Shared experiences with peers/others 7 8 6.8 5.7 7.9 8 6 7.1

across the Army
F Inculcation of Army values 10 0.7 0.6 1.0 1 2 0.9
G Don't know 17.8 11.3 13.2 15.2 16.4 14.6
H Other 1.5 1- 12 1.1 16 13

REMARKS Sixty-seven percent of those whose most recent school was CAS3 feel the purpose of the school should be to "prepare
for staff.' 24% feel the purpose shoulo be to prepare fcr both command and staff.

-- TABLE 54
ITEM: 61. What should be the primary purpose of .GSC?-_,_.._..__.,-_

RESPONSE (%) CG FG CA CS CSS ALL

A Operat;ona level wartighting skills 8 6 11 3 11 6 9 9 7.1 9.9 '
B Preparation for command 25 2.2 28 19 2.1 24
C Preparation for high level staff 12.1 15.1 14.0 13.1 14 C 13.8
D Critical thinking/concept integration 70 7 4 6 7 7 8 7.5 7 2
E Leadership and development of iarg," 70 26 40 5.1 6.1 4.9

complex organizations
F Some combination of the above 417 604 57.1 528 539 52.3
G Don~t know 182 06 99 93 9.3 96

REMARKS S'xly-three percent of those officers whose most recent school was CGSC (resident) feel that the school purpose should
be 'some combination of Ine above
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TABLE 55
ITEM: 62. What should oe the primary purpose of SSC?

RESPONSE (%) CG FG CA CS CSS ALL V

A. Operational level warfighting skills 4.6 3 6 4.6 4.1 4.1 4.3
B. Preparation for command 1.0 1.1 1.3 0.9 0.8 1.1
C Preparation for high level staff 8.5 6 6 7 7 7 8 7.2 7.6
D. Critical thinkirg/concept integration 68 19.9 126 13.5 13.9 13.2
E. Leadership and development of large/ 10 8 19.3 136 15.1 16.9 14.9

complex organizations
F. Some combination of the above 31.1 438 379 364 369 37.3
G Don't know 37.2 5.3 22.4 22.2 20 1 21.7 p

REMARKS. Fifty percent of those whose most recent school was AWC (resident) feel that the school purpose should be 'some
combination of the above."

TABLE 56
ITEM: 63. The best action to h, taken with respect to OAC, CAS3, and CGSC is:

RESPONSE (%) CG FG CA CS CSS ALL

A Keep all three 33.5 32.7 35.3 33.4 294 33.1
B. Delete OAC 1.5 2.2 1.3 1.7 2.9 1.9
C. Delete CAS3 5.8 7.7 6.9 6.8 6.5 6.8
D Delete CGSC 04 1.6 1.0 1 0 1.0 1.0
E. Merge OAC and CAS3 29.6 32.0 29.7 31.2 32.2 30.8
F. Merge CAS3 and CGSC 3.1 8.3 6.2 6.0 7.8 6.6
G. Other (specify) 1.8 1.7 1.7 1.8 20 1.8
H. Don't know, no opinion 22.2 13.5 17.8 18.2 18 1 18.0

REMARKS. There is no clear consensus on what actions-if any-should be taken with regard to OAC, CAS3, and CGSC. Of those
officers with an opinion, most recommend a course of action that would merge CAS3 with either OAC or CGSC. However, recent
graduates of CAS3 feel strongly that all three schools should be kept (62%), and only 210% recommend merge of CAS3 with OAC. . -

TABLE 57
ITEMS % Agree

CG FG CA CS CSS No ALL
Opinion

64. In my branch, there is currently a need for 21.0 40.7 32.3 31.7 26.7 43 0 305
additional intensive education/training in
warfighting and operational planning skills
after CGSC but prior to SSC. K

65 In my branch, demands of the future 51.4 71.2 63 1 64.2 55.0 23.1 61.0
battlefield will require that all field grade Ii Y

officers continue their education and training
beyond CGSC level.

66. CGSC (resident or non-resident) should be 22.9 25 9 25.0 24.5 23.0 40.8 24.A
a prerequisite for attendance at AFSC. ___

67. AFSC should continue to be considered a 25.6 600 40.3 43.1 45.0 41.9 42.3
CGSC equivalent school ,

68 There is a need for additional education and 22.6 32.3 27.4 27.9 26 5 54 9 27.3
training (resident or non-resident) beyond SSC.

69. Advanced civilian schooling is necessary for 69.0 64.0 63 9 69.8 68 4 4 2 66.5
me to be proficient in either or both of my '';'

specialties.
70. Resident course schools should not require 40 2 43.9 44.7 41.2 42.6 8.7 43.2 .-

students to complete preliminary requirements
prior to attendance

REMARKS. The Agree" scale above ieflects a combination of strongly agree-agree-slightly agree " data. a) Items 64-65. and - -

68 attempt to determine whether or not officers perceive there is a vod in schooling beyond CGSC and beyono SSC. Wh.le a signifi-
cant portion of officers did not have an opinion, only 31% and 27% feit there was a need for additional editrng after CGSC and
SSC, respectively Conversely. 61% feel that demands of the future battlefeld will require all field grade officers to continue their
ed/trng beyond CGSC (presumably, ali field grade officers should have the opportunity to achieve MEL 1). o) Officers do not feel
that CGSC should be a prereouisite for attendance at AFSC, 60% of field grade officers feel AFSC should continue to be a CGSC
equivalent school c) Sixty-seven percent (67%o) feel ACS is necessary for skill poficiency d) Most officers support polces hat

require students to complete preliminary requirements prior to attendance (43-,.1 do not). q.
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TABLE 58

ITEMS % Agree
CG FG CA CS CSS ALL

71. To become competent, grow, and enhance abilities to 93 5 92.3 93.2 93.2 92.5 92.9
perform well in current and future assignments,
officers must continue their professional development
through some self study.

72. Some duty assignments within a particular grade level 91.3 96.9 94.9 93.7 92.9 93.9
are more important to the Army than others.

73. The opportunity for continued professional development 61.6 594 60.5 594 61.8 60.5
should be weighted in favor of those with the highest
promotion potential.

74. The officer should be firs' a mentor and role model 88.0 87.3 87.8 87.4 87.6 87.7
who instills Army values and develops his sdbordi-
nates as his most important responsibility.

75, The policy of early selection of a very few officers for 68 1 75.9 73.1 70.3 71.1 71.9
promotion below the zone encourages officers to focus
on short-term, high visibility goals.

76. Most officers are promoted before they become 33.6 29.8 34.6 29.6 28.9 31.8
competent at their existing grade level.

REMARKS, The "Agree" scale above reflects a combination of "strongly agree-agree-slightly agree" data. a) Ninety-three percent
support continuing development through self-study. b) Ninety-four percent feel some duty assignments are more important than
others c) Sixty-one percent feel opportunities for development should be weighted in favor of those with the highest promotion
potential d) The mentoring concept is supported-88% feel officers should be first a mentor/role model to instill values and develop
subordinates. e) Most officers (72%) feel that below the zone selection policies encourage officers to focus on short-term goals
f) Only 32% feel current promotion pclicies do not allow adequate time for officers to tecome competent in their duties

TABLE 59
ITEM: 77. The number of officers attending CGSC each year should be:

RESPONSE (%) CG FG CA CS CSS ALL

A. Expanded tc accommodate all eligible officers 36.4 45.9 39.7 42 1 42 3 41.0
B. Remain the same 14.8 39.6 27.9 24.9 27.2 26.9
C. Reduced 0.8 3.6 25 1.9 1 9 2.2
D. No opinioie; don't know 48.1 10.9 30.0 31.2 28.6 29.9

REMARKS- Of those officers with an opinion, most feel that the numbe. of nfficers attending CGSC each year should b. expanded
to accommodate all eligible officer by a 3-2 ratio over "remain the same." Fiel,4 grade officers are more likely to have an opinionZ
then are company grade officers.

TABLE 60
ITEM: 78. Who should attend CGSC?

RESPONSE (%) CG FG CA CS CSS ALL

A All officers 20.2 322 246 264 28.1 26.1
B. Only those officers with 3.2 1 2 2 4 1.9 2.2 2.2

potential for command
C. Those officers with patential 32 28 29 2.7 35 30

for high level staff assignments
D. Boh B and C 51.3 60.3 57.1 55.3 53.8 55.7
E. Other 1.0 21 1.5 1.2 1.9 1 5
F. No opinion. don't know 21.0 13 115 124 106 114

REMARKS- Most officers (610%b) feel that officers witr. potential for either command or high level staff assignments should attend
CGSC Twenty-six percent overall feel that all officers should atteno. Field grade officers are more likely to have an opinion on
this subject than are company grade officers.

I-=
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___________ ___ ___TABLE_61

HEM: 79. The policy for below the zone selections for promotion should be

RESPONSE (%o) -CO FG CA CS OSS ALL

A Remain the same as now 222 45.2 324 319 363 33.4
B Expanded to include selection of 36 9 13 3 239 28 0 25 8 25.4

all those fully qualified for selec-
lion below the zone

C Aboiish below the zone selec-
tions 170C 335 26.7 242 229 250

0 Don't know 23.9 79 17 15.8 149 16&2

REMARKS There 's no consensus ..oncern,ng beiov the zone promotions, a equaliy significant number feei the policy should remain
the same (330,; be expanded (35..), or be abolis ied (25%r) Company grade officers are more likely to favor expansion tha.n field
grade (27Gi vs 130/11. whie field grade officers are more imely to favor abolition than company grade 13401o vs. 19%).

________________TABLE_62

ITEM: 80. How much tine s requireo for an officer in your branch to spend in resident schooling (both military and/or civilian) during -

a 20-year career in order to stay cjrrentlcompetent both as an officner and in his field?

RESPONSE ()___ ____CG FG CA CS CSS ALL

Less than 1 year 1 1 07 07 1120
8 About 1 year 2.5 19 1 4 2.2 3.7 2.2
C Abjut 2 years 10 1 10.8 8.6 10.7 13.1 10.4
o About 3 years 220 273 235 237 27.3 24.6
E. About 4 years 29 8 33 9 34.2 30.5 29.0 31 8

-*F About 5 years 20.6 18.0 21 1 19.6 16.4 193
G About 6 years 9.3 5.6 7.6 82 58 721
H4 About 7 years 21 1 1 171.6 1.51.
1 A~out 8 years 30 07 1.4 25 i.~9 1.9

REMARKS. The ieaoan resoonse is that about 4 years time is required fo. an officer to spend in resident schooling during a
20-year career to stay current/competent

____________ ____TABLE 63

ITEM. 8.W t.of the foiowvng shC..ichave the primary resprnsioilt1 for professional development of officers in your caieer field,

RESPONSE 10b) 1G FG CA- CS OSS ALL

A MiLPERCEN 132 20.8 16.1 161 188 16.9
B The nranch crcrponen! 1,e g. service school) 35 2 36.7 34.1 37.3 37.8 35.9
C The comrnandmng officersuperv-so in each 172 107 1.71 121 10.7 140

- duty assignment -

0 Each indivicuaI cilicer is respo.-stble for 31 1 26 7 28.2 30 6 28.6 28.9
* his/her own development

E Other __ ___ 33 5.1 - ~45 38 4.1 42

REMARKS Thei! s i.u agreement o. ;%here the primary responsibility, for pi-ofessionai development shouic be. A significant por-
lbon k290.o) felt eacn individual office, is re.,ponsible for hiS'her own. cevelopment. Similarly. the branch proponent (360t. MILPER-
CEN (170%,) and 1he comnmrander (140,) are seen as having primary professional development roles.

V.=
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_______.__"__TABLE 64
ITEMS % Agree

CG FG CA CS CSS ALL

82. A factor in the evaluation of commanders should 95.4 96.4 96.1 95 8 95.7 95.8
be the degree to which they adequately develop the
officers serving under them.

83 In the event of rapid mobilization, I have been 40.6 58 5 49.5 48.1 49.8 49.3
prepared to assume command and/or staff pcsitions two
levels above my current assignment

84. The highest priority of the Officer Professional 65 9 43.2 58.4 54 3 49.7 54.8
Development System (OPDS) should be to prepare officers
to assume command positions

REMARKS- The "agree" data above were develooed by combinng 'strongly agree," agree. " and "slightly agree ' responses.
a) Officers strongly support (96%) the notion thal commanders should be evaluated on the degree to which off-cers serving under
them a.: adequately developed b) Officers overall are not prepared to assume command/staff positions two levels auove their
current one in the event of rapid mobilization Company grade officers feel less prepared (41/0) than field grade (590/0). c) Company
grade officers agree (66/) that the higfest prionty of OPDS should be to develop officers to assume command positions; only

*:"" 43% of field grade agree- Combat arms officers also tend to agree (58%) more than do CSS officers (50%).

___.-___TABLE 65
ITEM: 85. Increased resources should be applied to developing officers in your branch for.
RESPONSE (%) CG FG CA CS CSS ALL

A TOE type assignments 30 2 23.0 32 3 25.7 18.5 26 7
B TDA typo assignments 40 72 44 5.7 72 55
C Both TOE and TDA type assignments 43 4 47 0 39.4 47.9 52 2 45.2
D No change from current emphasis 11 5 14.7 13.8 11 0 13.7 13.1
E No opinion, don't know 10.8 8.1 10.0 9.7 8.5 9.5
REMARKS Overall the inoda response of the officer corps is that increased resources should be applied to developing officers
for ooth TOE and TDA type assignments More company grade than eld grade (30% vs 230/o) and more combat arms officers
than combat service support officers (32% vs 190o) feel that increasel resources should be applied to TOE type assignments

TABLE 66
ITEM: 86. Should officers be required to pass a military skills competency test prior to p.motion to the next grade?
RESPONSE (%) CG FG CA CS CSS ALL

A Def:ntely no 35.8 39 3 34 7 37.0 42.5 37.5
B Yes for all grade h..vc;s 27 0 19 1 25.0 24.4 19.1 23.1
C Yes. for 0-1 only 37 13 25 27 25 25
D Yes. for 0-1 and 0-2 only 10.0 7.2 85 84 9.2 8.7
E Yes. for 0-2 only 1.2 0.9 1.0 3-9 1.3 1.1
F Yes for 0-1. 0-2. and 0 3 only 122 180 155 14-6 14.6 15.0
G Yes. for 0-3 only 1.3 1.6 12 1 6 i 7 1.4
H Yes for 0-1. 0-2. 0-3 and 0-4 only 4.3 73 6.6 5.6 4.4 5.7
I Yes. for 0-4 only 09 0.8 0.7 1.0 0.8 0.8
J Yes, for some combination of grades 3.7 4 5 4 4 3.6 4 0 4 1

other than above
REMARKS While the response mode is that officers shoulu not be required to pass a competency test prior to promotion to the
next nigner grade (380b) 6200 indicate that some degree of competency tes*ing is desirable For example. 23% say yes for all
grades"" 340 indicate competency testing is desirable for some combination of company grade promotions

- -.
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TABLE 67
ITEM: 87. Current transition Doints for officer development now tend to be associated with schools (e g. OBC. OAC. CAS3. CGSC.
SSC) Are these the appropriate transition points'?

RESPONSE (%) CG FG CA CS CSS ALL

A. Yes 58 1 58.8 59.1 57.2 58 4 58.4

B. No 24.2 285 25.9 266 265 263
C Do not know 17.7 82 14.9 162 152 153

REMARKS. a) A critical transition point is defined as a stage or event in the career of an officer which represents a substantial
change in level of responsibility, scope of work. or level of understanding krame of reference) required to perform effectively

b) Fifjt-eight percent overall indicate schools are appropriately associated with career transition points (150o selected do not know")

TABLE 68

ITEM: 88. During the frst 20 years of commissioned service, what is the maximum single block of time that an officer in your branch
,hould be in assigrments away from troops (i e. assignments other 'than those having tactical or wartime mission significanLe)?

RESPONSE (0) CG FG CA CS CSS ALL

A. 1 year or less 66 1.9 4.8 4.2 3.5 43
B. 2 years 194 11.3 18.1 14.9 11.6 15.5
C 3 years 282 37.8 34.1 31.1 32.3 32.9
D 4 years 113 146 129 131 12.7 12.9
E. 5 years 12.3 12.2 12.8 12.3 11.6 12.3
F 6 years 9.9 10.0 86 108 11.3 9.9
G. 7 years 2.0 2.2 21 21 20 2.1
H 8 years 45 43 35 47 56 4.4
I. More than 8 years 5.7 5.7 3.0 6.7 9.3 57

REMARKS. Overall. the median response regardless of grade is that an officer should be away from troops no more than 3bout
"'3 years The combat service support officer median response is only slightly higher at -4 years."

TABLE 69
ITEMS % Agree

CG FG CA CS CSS ALL

89 Our officer development system does not go far enough 81 1 75 2 77 6 79.9 18 0 78.2
today in preparing officers for war and combat.

90 Career development for individual officers is secondary 68.2 71.4 70.8 70.0 67.8 69.8
to the need for the Army to defend the country and
deter war

91 The bold. original, creative officer cannot survive in 48 5 48.4 49.5 46 9 47.8 48 4
today's Army.

92. The officer corps today is focused toward personal gain 69.1 66 2 688 664 668 677
as opposed to selflessness.

93 The promotion system does not reward those officers 66 2 62 5 68 4 63 5 58 7 64 3
who have the seasoning and potential to be the best
watime leaders

REMARKS. The agree data above results from combining strongly agree. agree and slightly agree responses a) The
cl.mate ,n Me, Army for officer professional development needs work As evidence, a significant n.,imber of officers pi.rceve the
follow ng 1. Seventy-eight percent feei there isn t enough emphasis on waricombat 2) Forty-eight percent feel the bold. creative
officer cannot survive ,n today s Army 3) S.xty-eight percent feel the officer corps is focused toward persoaal gain rather than
seltiass:iess 4, Sixty-four percent feel the promotion system does not reward those with the potential to be the best wartime leaders
b) On a positive note. most officers agree th3t the Armys needs come first c) Responses are consistent. regardless of grade or
component
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Appendix 3 to ANNEX JJ

PDOS CONTENT ANALYSIS OF SURVEY REMARKS

1. PURPOSE: To describe trends and emerging (e) 141 recognized the need for a renewed emphasis
issues based on a content analysis of the written responses to instill the Army ethic and code of values.
from returned 01-06 PDOS survey questionaires. (f) 63 called for the elimination of the 'zero defect"

2. DISCUSSION. philosophy.

* a. Data Base: (g) 75 strongly expressed the feeling that the officer

(1) Almost 23,000 surveys were mailed to commis- corps embodies the warrior spirit.
sioned officers (01-06) (see Figure JJ-3-1, Data Base, on (2) The school house:
the following page).

(a) 135 stated a desire to have tactical and warfighting
(2) 14.046 officers responded-49% were field grade skills enhanced.

officers and 51% were company grade officers.
(b) 73 were concerned with the low precommission-

(3) 3,689 of the questionnaires contained written ing standards of certain ROTC programs, in addition to
remarks-47 % were field grade officers and 53% were low standands in the resident school system.
company grade officers.

(c) 138 expressed a desire for more functional
. (4) Written responses were content analyzed for their courses, in addition to the resident courses (OBC, OAC.

impact on the individual, the schoolhouse and the system. CSC and SSC). These short-term functional courses

b. Observations: would be on new equipment, tactics, doctrine, ect.

(1) In general, the comments tell into two areas: (3) The system:

(a) Officers who were genuinely concerned about (a) 140 officers cited their fustration with
the Army and pointed out problems within the system. MILPERCEN directing their career.

(b) Officer who felt that the professional develop- kb) 119 cited a need to redefine success in terms other
ment system had dealt with them unfairly, than command and believed that there should be two

tracks for an officer's career-command and staff.(2) Because of the scope of the survey, many younger",, "

officers (01-02) have not attended many of the schools (c) 63 were concerned that the promotion system
referenced in the survey and therefore could not offer needed to be overhauled.
substantive comments on a system they had not ex- d. Company Grade Officer Analysis.
perienced. (1) The individual officer:

c. Field Grade Officer Analysis. (a) 310 agree with the concept of mentoring.

(I) The Individual Officer: (b) 342 cited that officers were more oriented on a

(a) 210 (officers who responded) agree with the con- career as opposed to selfless service.
cept of mentoring. (c) 263 stated that officers viewed certain schools -

(b) 150 cited that office, were more oriented on a and assignments as "ticket punches"
career as opposed to selfless service.

(d) 124 felt officers accepted positions and projects
(c) 198 stated that officers viewed certain school and that were short-term, high visibility for career

certain assignments as "ticket punches'- enhancement.

(d) 67 felt officers accepted positions and projects (e) 244 recognized a renewed emphasis to instill the
that were short-term and/or high visibility for career Army ethic and a code of values.
enhancement.

(f) 65 called for the elimination of the *'zero defec,"
philosophy
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(g) Finally. 191 stronaly expressed the feeling that of- the course in an officers career (i.e., manN captains
the officer embodic- the wzirr or spirit, have had staff experience. %%ithout thc: benefit of CAS3.

"~ Theprior to their attending the course) and the high bilipayer
~) scoolhuse.cost to the Arm%- in terms of formner battalion comn-

(a) 270 stated ir desirc to ha~e tatical and %%arfigh~tie,_ mianders teac~hing the course and time ax~aN from units
skills enhanced at OBC (e-peciall% CS & CSS OBICs). by captains.

0b) 197 %%ere concerned %%ith the Io%% preconimis.sion- t)Advanced ci% il schooling is considered beneficial

inc, standards of reruin ROTC programs. in addition ito to both the officer and subsequent dutN performane.
low academnic standards (of branch OBCs.(2Chlegs

Mc 99 found seis-developmnent courses andlor resi- (a) Pre-com mission ine standarsavcniebl
dent course prerequisites, i.e.. CAS3. to be- difficult to aon oegsnduirits.dsar'csdrbl
complete clue to job demands. especially company corm--
manders -ind pri.mary, battalicn staff officers in OCONUS Nb Basic educational skills 13Rs) are still a prob-
assignmients. fern with somne company grade officers.

(3) The system: (c3 WarfigLhtineg skills need to be improved.

(a) 293 officer., cited the frustration %%ith td, Too man,% officers Nee their contemporaries 7
*MILPERCEN directing their career. and.or superiors :-s -careerists:' interested in the short-Ipl

* ~~~(b) 91 cited a need to redefine success in termis other trm(igvz pojtsieslfsserc.
than command and W-lie~ed that zhere should 'x- tv~o (e) Lieutenants are spending too much time in school
tracks- -command and staff. or staff at the expense of unit/troop time.

e. Key points to be stressed: (f) The Army ethic and value system needs to be

~l) ucceses:emphasized in our schools and units.

(es'i To ;nany officers, balancing the concept- of
* () ~emoi~o as lederhipstye i su. seifless service*' with "the individual is his own best

pre.Junur officers felt that they' were being "men- cremagr*ae rustraited by an assignment system
tored" by company commanders and battalion and that is perceived as uncaring and merely filling "spaces
brigade staff officers. %%!th faces." This is exacerbated when Mu .PERCEN re-7

(b) CAS3 is a success io. terms of conte~nt. !eachiiig quires an officer to take an "off-line. awvay from troops"
miode and usefulness. The chail',nee, are the timeliness a, S;gnifent (somnetimes more than once) and then tells

him that because of his assignment pattern he is qualified
but not competit:-c for promotion or assignment con-r
sideration.

Figure JJ-2-1: Data Base.

SURVEYS
RETURNED COMMENTS tcOMMENTS 0
ABSOLUTE RETUPNED f-, ("

FREQUENCY___________

2LT 973 272 27.GSb
1LT 184! 535 29 06%
_PT 4380 '.28P 29.04%

*MAJ 3335 949 28 45%
LTr 24120 662 27 350A
COL 1010 271 265630 J

ZZZ('' ___ 87 -____ _________ __

NOTES
-Nurnoer of surve'yz, re',urind v.'an subjective commnentsL ~ ~Percep: :,i surveys 'eturnw- with iecnmm ;~ents

Sur~veys re,,ected wflh -nconpeieteinf""n:':=
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(h) The select~on board fbr resident CGSOC is seen schooling (approx. 50% of majors). On these two boards,
both a quality "cut" and as an indicator of future resi- an officer's destiny i., shaped. yct for the 10 years prior

dent schooling opportunities. Non-selection fbr resident little was don, to weed out substandard officers.
CGSOC is seen as the end of professional Jevelopment (j) Two concerns are expressed about the promo-
in in-resident schools and fosters the perceptin of an tion system: one, that pronotion to first lieutenant and
* "A-team-residient schooling" and a "B learn non-resident to captain is automatic with little attempt to weed out
schooling', substandard officers: and two, due, in part. to this

(i) There is a concern that at the 10-year mark of automatic promotion system. the fact that there are so
an officer's careei, two kcy events shape the officer's few below-thc-zone promotion slots, the below-the-zone
future One is the promotion to major (approx. 807 promotion system does not (cannot) reward truly out-
selection rate) and two. selection for resident CSC level standing young officers.
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Appendix 4 to ANNEX JJ

GENERAL OFFICER SURVEY

1. PURPOSE: To present a copy of the General 2. DISCUSSION; A copy of the General Officer

Officer Survey. Survey booklet is attached at Tab A.

TAB A - General Officer Survey
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GLOSSARY OF TERMS

Army Ethic. Loyalty to the nations's ideals, loyalty to the unit,
personal responsibility, and selfless service.

Army Values. Courage (physical and moral), candor, competence, and
commitment.

Education. Knowledge that broadens one's abilities. 7eaches how to think
and--de e; teaches reasoning and judgement; provides !' ues and insights.

Functional Area. A career field (as opposed to a b-anch) c:efined by an
interrelated grouping of tasks and skills usually 'equirng significant
education, training and experience.

Leadership. A process in which a soldier applies his or her beliefs,
values, ethics, character, knowledge and skills to influence others to
accomplish the mission.

Management. Planning, organizing, controlling, coordinating and directing
resources.

Mentor. A leader involved in developing (educating, socializing, and
traiing) an individual. The mentor acts as though he/she were a coach, a
parent, a teacher, etc.

Professional Development. The preparation of officers to effectively lead
the Army and efficiently manage its resources. It is an interactive process
involving the military school system, the unit, the individual and the
personnel center in educating, training, socializing and assigning the
officer corps.

Skill. Specialized qualifications or abilities required to perform the

ut'-es of a specific position; may require significant education, training,
and experience.

Socialization. The process by which officers learn through interactions
with leaders, peers, and subordinates the values, attitudes, and behaviors
appropriate for the Army roles they assume.

Trainina. Skills for performing duties in specific work assignments.
Teaches individ uals how to do something.

Transition Point. A stage or event in the career of an officer which
represents a substantial change in level of responsibility, scope of work,
or level of understanding required to perform effectively.

Warrior Spirit. The attitude that one is first a soldier and must always be
prepared physically and mentally to lead soldiers in'o battle. It is
exemplified by officers demonstrating courage, confidence, and the .offensive
spirit while performing their duties.
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COURSE DESCRIPTIONS

Officer Basic Course (OBC)

OBC is curre;itly under review for possible revision in the near future. The
branch schools have considerable variation in structure and content but most
are approximately 20 weeks in length. Many of the schools are structured to
include a common military core and branch common training within the 20
weeks with special functional courses designed to prepare lieutenants for

* specific types of units following the 20-week OBC. The primary purpose of
all OBCs is to prepare lieutenants for their initial assignment as an
officer. The POIs at each branch school provide a mix of training and
education in leadership, ethics, tactics, training of soldiers, equipment
maintenance, unit logistics and branch specific subjects designed to branch
qualify the lieutenant.

Officer Advanced Course (OAC)

The newly revised OAC is a 20-week PCS course with a 6-week core curriculum
common to all of the branch schools. In addition to the 6-week military
common core,each branch school will develop a common branch core to be
completed by all officers attending the course. The combined common core
curriculum will last approximately 14 weeks. The remaining 6 weeks of OAC
will include modules designed to prepare captains for their follow-on
assignments. The content of the 6-week military common core includes
leadership, training and training management, force integration, military
justice, military history, physical fitness, combined/arms and written and
oral communications. The branch component of the common core will include
content required by all captains in the branch.

Combined Arms and Service Staff School (CAS 3)

CAS 3 is a 9-week TDY course designed to provide training for captains in
generic staff skills required at brigade, division and installation level
and serves as a transition to field grade responsibilities. The course
emphasizes staff interaction, thinking skills, problem analysis, decision
making, and defending decisions in an intense small group environment.
Course content includes logistics, training management, budget,
mobilization, deployment, and combat and staff operations. All instruction
takes place in small (12-person) groups led by an experienced 05 who serves
as the instructor, team leader, and mentor. The teams spend nine intensive
weeks working on a series of interrelated, scenario-driven problems.
Completion of a non-resident phase and an exam are prerequisites for
entering the resident phase of CAS 3. When fully implemented, all captains
will attend CAS 3 (approximately 4,500 each year). There are no plans for a
non-resident version of this course.

4
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Command and General Staff Officer Course (CGSC)

CGSC is currently a 40-week course designed to prepare officers for field
grade command positions and for duty as principal staff officers at brigade
and higher echelons. During the first 3 weeks of the course, officers must
pass a competency exam demonstrating proficiency in a number of subject
areas which are prerequisites for material covered in CGSC. The first term

of the course is devoted entirely to common core classes. The second and
third terms both include 90 hours of core subjects and 120 hours of elective
classes. Instruction concentrates on command and staff skills required to
plan and conduct the Airland Battle at division level and above and on
skills needed for high level TDA assignments. The non-resident course
includes 17 sub-courses which must be completed within 36 months of initial
enrollment.

"2 Advanced Military Studies Program (AMSP)

The Advanced Military Studies Program (AMSP) is a 48-week follow-on to
Command and General Staff College (CGSC) designed to produce future division
and corps principal staff officers and commanders. While CGSC teaches
doctrine, AMSP teaches the ideas behind the doctrine, the way to get the
most out of current/future fighting systems, the effects of battlefield
conditions, the human dimension in warfare, leadership challenges, and
operational planning. A 2-man team of experienced lieutenant colonels leads
the 12-student group through the 48-week curriculum of military theory and
historical case studies punctuated by battle/campaigning simulation,
exercises, and field trips. Each student must research and author a masters
thesis on an Army problem. There were 12 graduates in the 1983-84 Pilot
Program. The size of the course is scheduled to increase to 96 students to
optimize benefits to the Army and student costs. Students must volunteer,
be screened for potential by MILPERCEN, and selected by Commandant, CGSC.
There are no plans for a non-resident version of this course.

Army War College (AWC)

The AWC is currently a 44-week course composed of a core course plus student
electives. The primary purpose of AWC is to prepare officers for senior
leadership positions in the Army and other Defense and Defense-related
agencies. The course content focuses on national security affairs with
emphasis on the development of military forces in land warfare. The
non-resident course is composed of 12 subcourses completed over a 2-year
period and includes two 2-week resident phases.

7-1•."
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INSTRUCTIONS

1. The purpose of this survey is to ask you the really tough questions that
must be addressed in order to consider what direction the Officer
Professional Development System (OPDS) should take to meet the needs of the

- -. future -- out to and including the year 2025.

2. Please do not place your name or social security number on this booklet.

3. Make all of your responses in this booklet by circling the appropriate
response and clarifying your position in the space provided.

4. If issues are not addressed that you feel strongly should be addressed,
please explai,-, your position in the Remarks Section at the end of the
booklet.

5. When you have completed the survey, please place it in the return
envelope and mail.

6. Thank you for your effort. You will be provided a summary of the data
collected.

.%-
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DEMOGRAPHICS

In this section, please circle the appropriate response to the following

demographic items.

A. Current pay grade

A. 0-6(P)
B. 0-7
C. 0-8
D. 0-9
E. 0-10

B. Circle the letter which corresponds to your basic branch.

A. Adjutant General L. infantry
B. Air Defense Artillery M. Judge Advocate General
C. Armor N. Medical
D. Army Nurse Corps 0. Med 4cal Service
E. Aviation P. Military Intelligence
F. Chaplain Q. Military Police
G. Chemical R. Ordnance
H. Dental S. Quartermaster
I. Engineer T. Signal
J. Field Artillery U. Transportation
K. Finance V. Veterinary

C. Select the letter below that corresponds to the command to which you are
assigned.

A. US Army Europe and Seventh Army (USAREUR)
B. Eighth US Army or other US Army forces in Korea (EUSA)
C. US Army Japan, including US Army forces in Okinawa (USARJ)
D. US Army Western Command (WESTCOM)
E. US Army Training and Doctrine Command (TRADOC)
F. US Army Forces Command (FORSCOM), including US Army forces in

Alaska, Panama, and Puerto Rico
G. US Army Materiel Development and Readiness Command (DARCOM)
H. US Army Military District of Washington (MDW)
I. US Army Health Services Command (USAHSC)
J. US Army Recruiting Command (USAREC)
K. US Military Academy (USMA)
L. HQDA Staff Elements or their field activities (MILPERCEN, TAGCEN,

OCE, OSA, and OTJAG)
M. Duty with Reserve and National Guard
N. Joint or Combined Headquarters
0. INSCOM
P. US Criminal Investigation Command (USACIDC)
Q. Other

7
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D. Select the letter below lhat corresponds to the type of position to
which you are essigned:

A. Combat Army Troop Leader/Reserve Component and Mobilization
B. Combat Developments/Combined Arms Doctrine
C. Command, Control, Communications/Information Management
D. Intelligence
E. Joint/International/Security Assistance
F. Logistics
G. Operations Planning/Strategy
H. Personnel/Manpower
i. Research, Development, Acquisition
J. Resource Management
K. Training
L. Other________

E. Indicate what your specialties (initial/additional) were:

SPECIALTY CODES

11 Infantry 53 Automated Data Systems Fi
12 Armor Management
13 Field Artillery 54 Operations Plans
14 Air Defense Artillery Training/Force -
15 Aviation Development
18 Special Forces 55 Legal
21 Engineer 56 Chaplain
22 Topographic Engineer 60-62 Medical Corps
23 Facilities/Construction 63 Dental Corps

Management 64 Veterinary Corps
25 Communication-Electronics 65 Army Medical
27 Communication-Eectronics Specialist Corps

Engineering 66 Army Nurse Corps
31 Military Police 67-68 Medical Service
35 Military Intelligence Corps
36 Counterintelligence-Signal 71 Aviation Logistics

Security, Human Intelligence 72 Communications-
37 Signal Intelligence, Electronic Electronic Materiel

Warfare Management
41 Personnel Programs Management 73 Missile Materiel
42 Administrative and Personnel Systems Management

Management 74 Chemical
43 Community Activities Management 75 Munitions Materiel
44 Finance Management
45 Comptroller 81 Petroleum Management
46 Public Affairs 82 Subsistence Management
48 Foreign Area Officer 91 Maintenance Management
49 Operations Research/ 92 Materiel/Services

Systems Analysis Management
51 Research and Development 95 Transportation
52 Nuclear Weapons 97 Procurement

8
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F. Select the letter that corresponds to the highest level of civilian
education you have completed.

A. Doctoral degree
B. Masters degree
C. Bachelors degree

G. What is the source of your most recent graduate degree (masters or
doctorate)?

A. I do not have a graduate degree.
B. Fully-funded (full-time; Army funds school costs)
C. Degree Completion (full-time; officer funds school costs)
D. Cooperative Degree Program (COOP - CGSC/AWC)
E. Off duty - on own
F. Prior to accession
G. Other

H. Through which of the following did you receive your commission?

A. OCS
B. USMA
C. ROTC
D. Direct appointment
E. Other

I. Please indicate the last school you have completed in the list below:

A. SSC (resident)
B. SSC (non-resident)
C. Annual Conference for BG Designees
D. Center for Creative Leadership Program
E. CAPSTONE
F. Individual Executive Development Program

J. How long ago did you complete this last school?

A. I year or less
B. About 2 years
C. About 3 years
D. About 4 years
E. About 5 years
F. About 7 years
G. About 9 years
H. About 11 years
I. More than 11 years

K. Which of the following joint service schools have you attended?

A. I have not attended any joint service schools
B. National War College
C. ICAF
D. AFSC
E. Other

9
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TAKING THE PULSE OF THE OFFICER CORPS

A number of authors have recently criticized the Officer Professional

',De-uooment System in the ',rmy. Using the response set provided below, for
items I through 7, 'nd-LL Litt: extent to which you agree or disagree with
the statements below which are abstracted from the arguments made by these
critics:

A. Strongly agree
B. Agree
C. Slightly agree
D. Slightly disagree
E. Disagree
F. Strongly disagree
G. No opinion

I. Arwy ,aaders at senior levels behave too much like A B C D E F G
corporate executives and not enough like warriors.

2. Peacetime needs rather than wartime requirements A B C D E F G
are driving the development of officers teday.

3. Our officer development system does not go far A B C D E F G
enough today in preparing officers for war and combat.

4. Career development for individual officers is A B C D E F G
secondary to the need for the Army to defend the
ountry and deter war.

5. The bold, original, creative officer cannot survive A B C D E F G
in today's Army.

6. The officer corps today is focused toward personal gain A B C D E F G
as opposed to selflessness.

7. The promotion system does not reward those officers A B C D E F G

who have the seasoning and potential to be the best
wartime leaders.

L.'
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PROFESSIONALISM AND READINESS

For items 8 through 10, use the following response set:

A. Strongly agree
B. Agree
C. Slightly agree
D. Slightly disagree
E. Disagree
F. Strongly disagree
G. No opinion, don't know

8. The current professional development system develops A B C D E F G A.

officers who exemplify the warrior spirit (i.e. the
attitude that one is first a sodier and must always be
prepared physically and mentally to lead soldiers into
battle).

9. The current officer military education and training A B C D E F G
system enhances combat readiness in the Army.

10. In the event of rapid mobilization, officers today A B C D E F G
have been adequately prepared to assume command and
staff duties two positions above their current assign-
ment levels.

For items 11 through 14, use the following response set:

A. Almost all (90% or above)
B. About 75%
C. About two-thirds
D. About half
E. About one-third
F. About 25%
G. Almost none (10% or less)

11. What percentage of the officers at your rank would A B C D E F G
make good wartime leaders?

12. What percentage of company grade officers would A B C D E F G
make good wartime leaders? -

13. What percentage of field grade officers would make A B C D E F G
good wartime leaders?

14. What percentage of the career of battalion and A B C D E F G
brigade commanders should have been spent "with troops"
prior to assumption o r--conmand?

UI--'
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OFFICER PREPAREONESS

Overall, to what extent do you think officers at each of the followinglevels are prepared (by the current training and education system) to
perform their mission ?

For items 15 through 23, use the following scale:

A. Excellent preparation -- could assume
higher level positions if need occurred.

B. Good preparation -- able to effectively
pe-'rform all required tasks at their
level.

C. Adequate preparation -- able to perform
a-7-taTss at their level in a minimally
acceptabie manner.D. Inadequately prepared -- currently unable
to perform the required tasks at their
level.

15. Lieutenants: A B C D

16. Captains: A B C D

17. Majors: A B C D

18. Lieutenant Colonels: A B C D

19. Colonels: A B C D

20. Brigadier Generals A B C D

21. Major Generals A B C D

22. Lieutenant Generals A B C D

23. Generals A B C D

Remarks:
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WEAKEST AREA OF OFFICER PREPARATION

Items 24 through 32 ask you to identify the weakest area of preparation for
each grade level. Select only one response per item. Use the following-, response set:

A. No major weakness
- B. Technical skills

C. Tactical skills
D. Operational skills (e.g. integration of

combined arms elements, management of
battlefield resources, etc.)

E. Concept integration/cognitive skills
F. Leadership and human relations
G. A lack of appropriate understanding of

their role
H. A lack of appropriate military values
I. Basic education (3R's)
J. Failure to be a soldier first (i.e.

physically/mentally prepared for war and
combat)

K. Other (please specify)

* 24. Lieutenants: A B C D E F G H I J K

25. Captains: A B C D E F G H I JK '
26. Majors: A B C D E F G H I J K

27. Lieutenant Colonels: A B C D E F G H I J K

28. Colonels: A B C D E F G H I 0 K

29. Brigadier Generals A B C D E F G H I J K

30. Major Generals A B C D E F G H I J K

31. Lieutenant Generals A B C D E F G H I J K

32. Generals A B C D E F G H I J K

Remar.,s:
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PREPARATION FOR ASSIGNMENTS

Items 33 through 40 ask you to identify the three most important learning
experiarices which prepare an officer for each type assignment listed
below. Use the following response set:

A. Service School (resident)
B. Service School (non-resident)

* C. Civilian Graduate Education
D. Civilian Short Course
E. Self Study
F. Correspondence Course
G. Unit Experience (OJT) ~m
H. Coached by Mentor .

I. Other

Assignment Most Important 2d Most Important 3d Most Important
Lrng Experience Lrng Experience Lrng Experience

33. Commiand ARBC DE F GHI A BC DE F GHI A BC DE FGH I

34. TOE Unit A BC DE F GHT A BC DE F GHI A BC DEF GH I

35. High Level A BC D EF GH I A BC D EF GH I A BC DE F GH I
Staff :

36. Combined/ AB C DE F GHI AB C DE F GHI AB C DEF GH I
Joint Stf

37. Svc School A BC DE F GH I A BC DE F GH I A BC DE F GH I

38. Specialty AB8C DE F GH I AB C JE F GH I A BC D EF GH I
Immaterial

39. HWgh Tech A BC DE F GH I A BC DE F GH I A BC DE F GH I

40. AB C DE F GHI A BC DE F GHI AB CD EF GH I

Other ~

Remarks:
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SCHOOL OBJECTIVES

For items 41 through 47, select the two most important objectives that
should be accomplished by each school listed below. Do not be limited in
your response by how schools may be today -- respond as to how you think
they shou;d be. Use the following response set:

A. Develop basic military skills
B. Develop basic branch skills
C. Prepare for command
D. Prepare for high level staff position
E. Prepare for statf position (division or

below)
F. Prepare for both command and staff
G. Operational l-vel warfighting skills
H. Cognitive skills/concept integration
I. Inculcation of Army values
J. Socialization
K. Leadership and development of large/

complex organizations ,
L. Drop this school
M. Other _ _ _

,

Most Important Objective 2d Most Important

41. Precommis- A B C D E F G H I J K L M A B C D E F G H I J K L M
sioning
(ROTC, USMA,
OCS)

42. OBC: A B C D E F G H I J K L M A B C D E F G H I J K L M

43. OAC: A B C D E F G H I J K L M A B C D E F G H I J K L M

44. CAS: A B C D E F G H I J K L M A B C D E F G H i J K L M

45. CGSC: A B C D E F G H I J K L M A B C D E F G H I J K L M

46. AMSP: A B C D E F G hI J K L M A B C D E F G H I J K L 1A

47. SSC: A B C D E F G H I J K L M A B C D E F G H I J K L M

Reriarks:
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SCHOOL TIMING

Items 48 through 53 ask you to indicate the extent to which a particular
school occurs at the right time in an officer's career. For each of these
items, use the following response set:

A. More than two years too early
B. A little too early
C. About right
D. A little too late
E. More than two years too late
F. Drop this school

48. OBC: A B C D E F

49. OAC: A B C D E F

50. CAS 3: A B C D E F

51. CGSC: A B C D E F
v[.

52. AMSP: A B C D E F
53. SSC: A B C D E F

Remarks:

.3.
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OTHER SCHOOL ISSUES

54. The best action to be taken with respect to OAC, CAS 3, and CGSC is:

A. Keep all three
B. Delete OAC
C. Delete CAS 3
D. Delete CGSC
E. Merge OAC and CAS 3
F. Merge CAS 3 and CGSC
G. Other (specify)__ _
H. Don't know

For items 55 through 57, use the following response set:

A. Strongly agree
B. Agree
C. Agree slightly
D. Cisagree slightly
E. Disagree E
F. Strongly disagree
G. No opinion, don't know

55. All Army officers should receive joint/combined A B C D E F G
operaTi-n training.

56. CGSC (either resident or non-resident) should be A B C D E F G
a prerequisite for attendance at AFSC.

57. AFSC should continue to be considered a CGSC A B C D E F G
equivalent school.

58. The number of officers attending CGSC (Resident) each year should be:

A. Expanded to accommodate all eligible officers
B. Remain the same as now
C. Reduced
D. No opinion, don't know

59. Who should attend CGSC (Resident)?

A. All eligible officers
B. Only those officers wth potential for command
C. Those officers with potential for high level staff assignments
D. Both B and C
E. Other "'"
F. No opinion, don't know

17



OTHER DEVELOPMENTAL ISSUES

60. in your opinion, what is the maximum single block of time that an
officer in your field should be in assignments "away from troops" (i.e.
assignments other than those having tactical or wartime mission
significance)?

A. I year or less
B. 2 years
C. 3 years
D. 4 years
E. 5 years
F. 6 years
G. 7 years
H. 8 years
I. More than 8 years: _ _"

61. Should officers be required to pass a military skills competency test
prior to promotion to the next grade?

A. Definitely not
B. Yes, for all grade levels
C. Yes, for 0-1 only
D. Yes, for 0-1 and 0-2 only
E. Yes, for 0-2 only
F. Yes, for 0-1, 0-2 and 0-3 only
G. Yes, for 0-3 only
H. Yes, for 0-1, 0-2, 0-3 and 0-4 only
I. Yes, for 0-4 only
J. Yes, for some combination of grades other than above._ _ _

62. Who should have the primary responsibility for professional development
of officers?

A. MILPERCEN
B. The branch proponent (i.e. branch service school)
C. The commanding officer/supervisor in each duty assignment
D. Individual officers are responsible for their own development.

For items 63 through 67, use the following response set:

A. Strongly agree
B. Agree
C. Agree slightly
D. Disagree slightly
E. Disagree
F. Strongly disagree
G. No opinion, don't know

63. Most officers are promoted before they A B C D E F G
become competent at their existing grade level.

18
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A. Strongly agree
B. Agree
C. Agree slightly
D. Disagree slightly
E. Disagree
F. Strongly disagree
G. No opinion, don't know

L%

64. The promotion potential of officers assigned as A B C D E F G
instructors to TRADOC schools should meet at least the
Army average.

65, A major factor in the evaluation of commanders A B C D E F G
should be the extent to which they develop the officers
serving under them (mentoring).

66. More emphasis should be placed on the development A B C D E F G
of officers while they are in units.

67. The ,ethod of instructing small groups of students A B C D E F G
by having a faculty member serve as team leader/coach/mentor
should be expanded to all Army officer schools.

68. Increased resources should be applied to developing officers for:

A. TOE type assignments
B. TDA type assignments
C. Both TOE and TDA type assignments
D. There should be no change from current emphasis
E. No opinion, don't know

Remarks:

NI
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DEVELOPMENT FOR GENERAL OFFICER ASSIGNMENTS

items 69 through 78 ask you to identify to what extent each of the listed
learning experiences helped prepare you to perform the duties of your
current assignment. Use the following response set:

A. Extremely helpful
B. Somewhat helpful
C. Little or no help
D. Not applicable

69. Service School (resident) A B C D

70. Service School (non-resident) A B C D

71. Advanced rivilian Schooling A B C D

72. Correspondence Course A B C D L

73. Civilian Short Course A B C D

74. Self Study A B C D

75. Unit Experience (OJT) A B C D

76. Prior assigr.ments other than units A B C D

77. Coaching by mentor A B C D

78. Other

Items 79 through 88 ask you to identify to what extent each of the listed
learning experiences helped lay the foundation for your growth throughout
your career and/or enables you to make future contributions to the Army.
Use the same scale as for items 69-78.

79. Service School (resident) A B C D

80. Service School (non-resident) A B C D

81. Advanced Civilian Schooling A B C D

82. Correspondence Course A B C D

83. Civilian Short Course A B C D

84. Self Study AB C D

85. Unit Experience (OJT) A B C D

86. Prior assignments other than units A BC D

87. Coaching by mentor A B C D

S."-' 88. Other

'.,
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89. Select the skills and abilities which are most important to you in
your current position:

A. Communication skills (written and oral)
B. Time management skills
C. Resource management (other than time) skills
D. Setting priorities/goals and planning abilities
E. Technical/tactical skills
F. Development of organizations
G. Concept integration/cognitive abilities
H. Leadership and human relations skills
I. Ability to specifically develop strategy
J. Other '"___

90. How far forward do the longest programs/projects over which you have
control in your current assignment extend (i.e. How far forward do these
programs/projects have an impact/payoff/results)?

A. 1 week or less
B. Between 1 week and 1 month
C. Between 1 and 3 months
D. Between 3 and 6 months
E. Between 6 and 12 months
F. Between l and 2 years
G. Between 2 and 5 years
H. Between 5 and 10 years
I. Between 10 and 15 years
J. More than 15 years

91. Do you agree that the Army or DOD should provide specific
developmental opportunities at the general officer level?

A. Strongly agree
B. Agree
C. Slightly agree
D. Slightly disagree
E. Disagree
F. Strongly eisagree
G. No opinion, don't know

Remarks:
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ISSUES FOR THE FUTURE

items 92 through 107 ask you to identify, for each grade level, the extent
to which the skills listed below will change in importance on the future
battlefield. Use the following response set:

A. Increase dramatically
B. Increase
C. Remain about the same
D. Decrease
E. Decrease dramatically

A. Company Grade:

92. Technical skills: A B C D E

93. Tactical skills: A B C D E

94. Operational-level warfighting skills: A B C D E

95. Leadership skills: A B C D E

96. Cognitive skills/abilities: A B C D E

B. Field Grade:

97. Technical skills: A B C D E

98. Tactical skills: A B C D E

99. Operational-level warfighting skills: A B C D E j

100. Leadership skills: A B C D E

101. Cognitive skills/abilities: A B C b E

C. General Officers:

102. Technical skills: A B C D E

103. Tactical skills: A B C D E

104. Operational-level warfighting skills: A B C D E

105. Leadership skills: A B C D E

106. Cognitive skills/abilities: A B C D E

107. Strategic abilities: A B C D E

22
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108. Do you think our country will need to institute some form of a draft
to meet the needs for quality officers in the Armed Forces during the next
20-40 years?

A. I believe strongly that we will.
B. I believe we will.
C. I do not know or cannot decide.
D. I believe we will not.
E. I believe strongly that we will not.

109. The Army officer training system is preparing officers it, my field to
keep pace with the fielding of high-tech systems.

A. Strongly agree
B. Agree
C. Slightly agree
D. Slightly disagree
E. Disagree
F. Strongly disagree
G. No opinion, don't know

110. Making the necessary changes in the Army school system to meet the
needs of the future can best be accomplished through:

A. "Fine-tuning" of the existing parts (e.g. schools such as OBC,
OAC, etc) of the current system.

B. Making major changes within the current system, but not deleting/
adding new schools/courses.

C. A major overhaul of the entire system to include
the possibility of deleting existing courses
and/or adding new courses.

D. Scrap the existing system and restructure the entire
doctrine development and education and training
systems.

E. No opinion

23
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Note: A critical transiticn point is defined as a stage or event in the
career 0 an officer which represents a substantial change in level of
responsibility, scope oF work, or level of understanding (frame of
reference) required to perform effectively.

1ll. Current transition points for officer developmeit now tend to be 2-
associated with schools, e.g. OBC, OAC, CAS 3, CGSC, AWC. Are these the
appropriate transition points for the future?

A. yes
B. no (specify in item 137) :_A

112. The policy for below the zone selections for promotion should be:

A. Remain the same as now
B. Expanded to include selection of all those fully qualified

for selection below the zone Li
C. Abolish below the zone selections
D. Don't know

For items 113 through 115 use the following response set:

A. Strongly agree

B. Agree
C. Slightly agree
D. Slightly disagree
E. Disagree
F. Strongly disagree

113. The policy of early selection of a very few
officers for promotion below the zone encourages
officers to focus on short-term, high visibility
goals. A B C D E F

114. Most officers are promoted before they become
competent at their existing grade level. A B C D r F

115. A computer based education network should be
developed to provide officers with qual ;ty education
and training in the unit setting. ABC DE -

Z
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4 ..- -- - - - - -- ---- ______



rd GENERAL OFFICER GUIDANCE

The items in this section solicit your guidance on a number of critical

issues. Each item will present you with two position statements and a
numbered continuum under the statements. Circle the number on the scale
that best represents the strength of your support for one of the positions
over the other position. Circle only one number as shown in the sample
item below.

EXAMPLE

A. Your position:

Position I Position 2
(Some SateTent) ( Some Statement )

L L U.

+

jlStrongly S'woport fEqually Support Strongly Support -

Hoi n1 over 2 jPosition I and 2 Position 2 over 1

i (The example above indicates a response slightly in favor of Position 1
over Position 2)

After circling your response on the continuum indicate the importance of
the issue (regardless of position) to the development of officers in the
future. Make your response by circling a number on the importance scale
provided in each item.

EXAMPLE --

B. issue importance: EXAP "

2 3 4 5 6 7

Not Important Neutral Very Important

,This example indicates that the issue - regardless of position - was
considered very important to the development of office-s - now and in the
future).

25
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116. Army Requirements vs. Individual Needs

A. Your position:

Position I Position 2

The Officer Professional Development The OPDS should be structured
System (OPDS) should be structured and and implemented based on
implemented based on total Army require- individual development needs.
ments.

1 2 3 45 6 7

Strongly Support Equally Support Strongly Support
Position I over 2 Position I and 2 Position 2 over 1

B. Issue importance:

1 2 3 4 5 6 7

Not Important Neutral Very Important

C. What is the underlying logic for your position?

7- U
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117. Equality of Army Assignments Ir

A. Your position:

Position 1 Position 2

All assignments are of equal importance Some assignments are more
to the Army. important to the Army than

others.

1 2 3 4 5 6 7
+

Strongly Support Equally Support Strongly Support
Position 1 over 2 Position 1 and 2 Position 2 over 1

B. Issue importance:

1 2 3 4 5 6 7
+

Not motn Neutral Very Important

C. What is the underlying logic for your position?

27



118. Field Army and Support Base Requirements

A. Your position:

Position I Position 2

OPDS should focus equally on field Army (TOE) OPDS should focus on theand support base requirementsf --T i development of officers
developing officers. to meet field Army (TOE)requirements.

1 2 3 4 5 6 7

Strongly Support Equally Support Strongly Suppr
Position I over 2 Position l and 2 Position 2 over I

B. Issue importance:

1 2 3 4 5 6 7

Not Important Neutral Very Important

C. What is the underlying logic for your position?

28
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119. Depth vs. Breadth in Development

A. Your position:

Position 1 Position 2

OPDS should insure that ALL officers OPDS should insure that SOME
are developed in-depth in the Art and officers are developed in-
Science of Warfare as well as being depth in the Art and Science
experts in a functional area. of Warfare; other officers will

be develoyed as experts
in funct4unal areas.

1 2 3 4 5 6 7

Strongly Support Equally Support Strongly Support
Position l over 2 Position l and 2 Position 2 over I

B. Issue importance:

1 2 3 4 5 6 7
!I I

Not Important Neutral ry mportant

C. What is the underlying logic for your position?

.
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120. Responsibility for Training

A. Your position:

Position I Position .

Training of the individual officer Training of the indiviuial
should te primarily the responsibility officer should be primarily
of educational institutions, the responsibility of the

mentor and individual
officer in the unit/organization.

1 2 3 4 5 6 7

Strongly Support Equally Support Strongly Support
Position l over 2 Position I and 2 Position 2 over I

1-5Z

B. Issue importance:

1 2 3 4 5 6 7
I +

Not Important Very Important

C. What is the underlying logic for your position?

30

30

;,.



121. Responsibility for Education

A. Your position:

Position 1 Position 2

Education should be primarily the Education should be primarily
resoonsibility of educational (military/ the responsibility of the
cvilian) inttutions. mentor and individual officer

in the unit/organization.

1 2 3 4 5 6 7

Strongly Support Equally Support Strongly Support
Position l over 2 Position l and 2 Position 2 over 1

B. Issue importance:

1 2 3 4 5 6 7

tIrt Very Impor3LJ

C. What is the underlying logic for your position?
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122. Respons;bility for Socialization

Socialization is the process by which officers learn through interactions with
leaders, peers, and subordinates the values, attitudes and behaviors appropriate
for the Army roles they assume.

A. Your position:

Position I Position 2

Socialization should be primarily the Socialization should be
responsibility of educational institu- primarily the responsibility
tions. of the mentor and individual

officer in the unit/organiza-
tion.

7

1 2 3 4 5 6 7

Strongly Support Equally Support Strongly Support
Position I over 2 Position I and 2 Position 2 over I

B. Issue importance:

1 2 3 4 5 6 7

Not Important Very Important L

C. What is the underlying logic for your position?

32
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123. Officer Role as Mentor

A. Your position:

Position 1 Position 2

The officer as leader is equally The officer's primary responsibility
-. responsible for both developing is mission accomplishment.

subordinates and for mission
accomplishment.

3 4 5 6 7

Strongly Support Equally Support Strongly Support

Position 1 over 2 Position 1 and 2 Position 2 over 1

B. Issue importance:

1 2 3 4 5 6 7

S Not Impr Very Important

C. Wat is the underlying logic for your position?

>..
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124. Distribution of Officers

A. Your position:

Position I Position 2
L

OPDS should be based on the premise OPDS snould be based on the
that all units/organizations receive an premise that certain units/
equal--Foportion of officers fully organizations should receive
qualified for promotion to the next a higher proportion of officers
grade without compromising the require- fully qualified for promotion
ment to assign officers qualified to to the next grade.
perform the job.

I 4 7.

1 2 3 4 5 6 7 X
4 I - I

Strongly Support Equally Support Strongly Support
Position 1 over 2 Position I and 2 Position 2 over 1

B. Issue importance:

1 2 3 4 5 6 7
l +

Not Im port an t  Very Important

C. What is the underlying logi.c for your position?

r~l
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125. Entry Standards vs. Remedial Education

A. Your position:

Position 1 Position 2 I

Entry standards for officers should Remedial education programs
include proficiency in basic skills for new officers deficient in
(mathematics, reading, writing, and Dasic skills should be developed.
oral communications).

1 2 3 4 5 6
+

Strongly Support Equally Support Strongly Support
Position 1 over 2 Position 1 and 2 Position 2 over 1

B. Issue importance:

1 2 3 4 5 6 7

4 I I
Not Important Neutral Very Important

C. What is the underlying logic for your position?
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126. Development: All vs. Some

A. Your position:

Position 1 Position 2 S L
OPDS should provide the opportunity Within OPDS, the opportunity
for continued professional development for continued professional
for all officers throughout their service, development should be weighted

in favor of those withthe"
greatest promotion potential.

1 2 3 4 5 6 7
+

Strongly Support Equally Support Strongly Support
Position I over 2 Position 1 and 2 Position 2 over I

B. Issue importance:

1 2 3 4 5 6 7
I. + I

Not Important Neutral Very Important

C. What is the underlying logic for your position?

6I
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127. Requirements by Level

A. Your position:

Position I Position 2

The type of development requirements The type of development require-
vary at each level of officer ments are constant across levels
responsibility, of officer responsibility.

1 2 3 4 5 6 7
+

Strongly Suppcrt Equally Support Strongly Support
Position 1 over 2 Position I and 2 Position 2 over 1

B. Issue importance:

1 2 3 4 5 6 7
+ +

Not Important Neutral ) Very Important
C. What is the underlying logic for your position?
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128. Management of OPDS

A. Your position:

Position I Position 2

The final authority for officer train- The final authority for
ing and education decisions impacting officer training and educa-
on the entire Army (e.g. increases tion decisions impacting on
to THS account) should reside at HQDA. the entire Army should reside

at TRADOC.

a"

1 2 3 4 5 6 7
++ +

Strongly Support Equally Support Strongly Support
Position I over 2 Position I and 2 Position 2 over I

B. Issue importance:

1 2 3 4 5 6 7
+ +

Not Important 111Neutral iVery Imprtant

C. What is the underlying log'c for your position?

38
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129. Command Priority

A. Your position:

Position I Position 2

The highest priority of OPDS should be The OPDS should give equal
to develop officers prepared to assume priority to the development
command positions. of officers for all positions.

1 2 3 4 5 6 7

Strongly Support Equally Support Strongly Support
Position 1 over 2 Position 1 and 2 Position 2 over 1

B. Issue importance:

1 2 3 4 5 6 7

Not Important Very Important

C. What is the underlying logic for your position?
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130. Role of Army Instructor

A. Your position:

Position 1 Position 2

The Army school instructor is equally The Army school instructor
responsible for being a mentor towards is primarily responsible for
students as well as disseminating disseminating informa-
information. tion.

1 2 3 4 5 6 7
+ 

I

Strongly Support Equally Support Strongly Support
Position I over 2 Position I and 2 Position 2 over 1

B. Issue importance:

1 2 3 4 5 6 7

Not Important Neutral Very Important

C. What is the underlying logic for your position?

-11
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131. Rewarding Organizational vs. Personal Success

A. Your position:
Position 1 Position 2

The Army should reward behavior that The Army should reward behavior
stresses Organizational success. that stresses personal success.

1 2 3 4 5 6 7
++ +

Strongly Support Equally Support Strongly Support
Position I over 2 Position 1 and 2 Position 2 over 1

B. Issue importance:

1 2 3 4 5 6 7

ot I Imor tantI Neutra Very Important

C. What is the underlying logic for your position?

41.
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132. Development: Short-term vs. Long-term

A. Your position:

Position I Position 2

OPDS should focus on long-term OPDS should focus on the
development of offices short-term development of

officers to meet the demands
of follow-on assignments.

1 2 3 4 5 6 7

Strongly Support Equally Support Strongly Support
Position 1 over 2 Position 1 and 2 Position 2 over 1

B. -Issue importance:

1 2 3 4 5 6 7
+ +

Not Important [N-2~ral Very Important

-- -- -- -- --

C. What is the underlying logic for your position?
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133. Change Management

A. Your position: ______________________________

Position 1 Position 2

Monitoring of the OPDS and identification The OPDS should include aL
of changes required should be accomplished sel-corecin mechanism
by occasionally convening study groups such forr rperT7ioic coT-
as PSETO and PDOS. lection and analysis of data

to identify required changes
in the system.

T 2 3 4 5 6 7
+ +

Strongly Support Equally Support Strongly Support
Position 1 over 21 Position 1 and 2 Position 2 over 1

B. issu.e importance:

1 2 3 4 5 6 7

Not Importdnt NurlVery Important

C. %~Aat is the underlying logic for your position?

AI
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GENERAL OFFICER COMMENTS

For items 134 through 139, continue on the reverse side of the page if you
need more space for your response.

134. What voids exist in the education and/or training systems for
commissioned officers? How should they be handled?

',\-

135. If the criticisms of the officer corps as stated in Items I through 7
(Taking the Pulse of the Officer Corps) are valid, what steps do you recommend
be taken?

POR
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136. Please indicate the type of developmental needs that exist at your grade
level. Suggest how these needs could best be met.

137. A critical transition point was defined in item 93 as a stage or event
in the career of an officer which represents a substantial change in level of
responsibility, scope of work, or level of understanding (frame of reference)
required to perform effectively. Think back over ) _? career. Briefly
describe the most important critical transition points that have occurred in
your career, and indicate whether or not you felt a need for additionalz
schooling/training at that time.

45
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138. List those things that are going well in the current OPDS that should be
continued without change in the future (i.e., what is the "good news"?)

|r

,..4

.I.

139. What are the really hard questions we should have asked but didn't, and
what are your positions on them?

-46
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Author: MAJ Meriwether
Team Chief: COL Dunn

Appendix b to ANNEX JJ
STATISTICAL TABLES (GENERAL OFFICER)

L PURPOSE: To present the results of the General General Officer Survey with comments where ap-
Officer Survey. propriate are presented in Tables I through 102 of the

attached Tab A.

2. DISCUSSION: The statistical results of the TAB A - Statistical Tables (General Officer) -

Z1.
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Tab A to Appendix 5

STATISTICAL TABLES (GENERAL OFFICER)

TABLE 1
ITEM: A. Current Grade

RESPONSE GRADE NUMBER PERCENT

COL(P) 5 1.5
BG 150 46.0
MG 129 39.6
LTG 35 10.7
GEN 7 2.1

326

REMARKS. A PDOS survey questionnaire was mailed to every serving general officer during the first weeK of August 1984. As
of 1 Nov 84. 333 questionnaires t ad been returned (76% return rate). Of these, seven were returned without den.ographic data. - -

TABLE 2
ITEM: B. Circle the letter which corresponds to your basic branch.

RESPONSE BG MG LTG GEN ALL
# % % # % # %

A. Adjutant General 4 2.7 3 2.3 0 0.0 0 0.0 7 2.1
B Air Defense 8 5.3 4 3.1 0 0.0 0 0.0 12 3.7

Artillery
C. Armor 20 13.3 21 16.3 7 20.0 2 28.6 51 15.6
D. Aviation 3 2.0 4 3.1 0 0.0 0 0.0 7 2.1
E Chaplain 1 07 1 08 0 00 0 0.0 2 0.6
F. Chemical 2 1.3 2 16 0 0.0 0 0.0 4 1.2
G. Dental 0 0.0 1 0.8 0 0.0 0 0.0 1 0.3
H. Engineer 13 87 7 5.4 5 14.3 0 0.0 26 8.0
I. Field Artillery 25 16.7 14 10.9 2 5.7 0 0.0 41 12.6
J. Finance 2 1.3 1 0.8 0 0.0 0 0.0 3 0.9
K. Infantry 28 18.7 42 32.6 16 45.7 5 71.4 91 27.9
L. Judge Advocate 2 1.3 1 0.8 0 0.0 0 0.0 3 0.9

General
M Medical 4 27 5 3.9 0 0.0 0 0.0 9 28
N. Medical Service 1 0.7 0 0.0 0 00 0 0.0 1 03
0. Military 6 4.0 3 2.3 1 2.9 0 0.0 10 3.1

Intelligence
P Military Police 2 1.3 1 08 0 00 0 0.0 4 12

0. Ordnance 9 6.0 4 3.1 1 2.9 0 0 0 14 4.3
R Quartermaster 6 4.0 5 3.9 0 0.0 0 00 12 3.7
S. Signal 8 5.3 2 1.6 1 2.9 0 0 0 12 3.7
T. Transportation 5 3.3 8 6.2 2 5.7 0 0.0 15 4.6
U Veterinary 1 0.7 0 0.0 0 0.0 0 0.0 1 0 3

REMARKS. Seventy percent of the sample is from combat arms. 9q-% combat support. 16% combat service support. and 50o from
"special branches" (e.g. MS. CH. JAG. etc.).

JJ-5-A-1
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TABLE 3
ITEM: C. Select the letter below that corresponds to the command to which you are assigned

RESPONSE BG MG LTG GEN ALL 0-1

USAREUR 16 10.7 9 7.0 4 11.4 1 14.3 30 9.2
EUSA 3 20 4 31 1 2.9 1 14.3 9 2.8
USARJ 1 0.7 0 0.0 1 29 0 0.0 2 0.6
WESTCOM 07 0 0.0 1 2.9 0 0.0 2 0.6
TRADOC 16 107 21 16.4 1 2.9 1 14.3 40 12.3
FORSCOM 20 13.3 25 19.5 7 20.0 0 0.0 53 16.3
AMC 14 9.3 12 9.4 1 2.9 0 0.0 27 8.3
MDW 2 13 2 1.6 0 0.0 0 0.0 4 1.2
USAHSC 4 2.7 3 2.3 0 0.0 0 0.0 7 2.2
USAREC 1 07 1 0.8 0 00 0 0.0 2 06
USMA 2 1.3 0 0.0 0 0.0 0 0.0 2 0.6
HODA (& FOAs) 30 20.0 26 20.3 9 25.7 0 0.0 66 20.3
RC 2 1.3 0 0.0 0 0.0 0 0.0 0 0.0
Joint/Comb:ned 19 12.7 16 12 5 7 200 3 42.9 45 13.8
INSCOM 3 2.0 0 00 0 0.0 0 0.0 3 0.9
USACIDC 0 0.0 1 0.8 0 0.0 0 0.0 1 0.3
OTHFR 16 10.7 8 63 3 8.6 1 14.3 30 9.2

REMARKS The samp'e is representative of the general officer population.

,..

TABLE4
ITEM: D. Select the letter below that corresponds to the type of position to which you are assigned:

RESPONSE BG MG LTG GEN ALL
i % - % $ % 0% # O

A Combat Army Troop Leader! 29 19.6 31 23.8 13 37.1 1 14.3 75 23.1
Reserve Component and
Mobilization

B Combat Developments/ 5 3.4 5 3.8 0 00 1 14.3 11 3.4
Combined Arms Doctrine

C. Command. Control. Communications! 14 9.5 7 5 4 1 2.9 0 0.0 22 6.8
Information Management

D. Intelligence 7 4.7 3 2.3 2 5.7 0 0.0 12 3.7
E. Joint/International/Security 8 5.4 7 5.4 1 11.4 2 28.6 21 6.5

Assistance
F. Logistics 15 10 1 9 6.9 2 5.7 0 0.0 27 8.3
G. Operations Planning/Strategy 9 6.1 8 6.2 1 2.9 0 0.0 18 5.5
H. Personnel!Manpower 3 2.0 9 6.9 1 2.9 0 0.0 13 4.0
I Research. Development. Acquisition 15 10.1 10 7 7 3 8.6 0 00 28 8 6
J. Resource Management 4 2.7 3 2.3 1 2.9 1 14.3 11 3.4
K. Training 7 4.7 10 7.7 2 5.7 0 0.0 20 6.2
L. Other 32 21.6 28 21 5 5 14.3 2 28.6 67 20.6

REMARKS Categories A-K we-e identified by the General Offic3r Management Office as being the position categories into which
general officers are assigned Sixty-seven general officers selected response other" indicating the job family categories may
not be complete.

I
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TABLE 5
ITEM: E. Indicate what your specialties (initial) were,

RESPONSE BG MG LTG GEN ALL
,4 " # %

11 Infantry 35 233 45 34.3 17 48.6 5 71.4 103 31.5
12 Armor 21 14.0 19 146 7 20.0 1 143 48 14.7
13 Field Artillery 24 16D 16 122 1 2.9 0 0.0 41 12.5
14 Air Defense Artillery 8 5.3 3 23 0 00 0 0.0 12 3.7
15 Aiation 2 13 9 6.9 0 0.0 0 0.0 1 3.4

18 Special Forces 0 00 1 0.8 0 00 0 0.0 1 03
21 Engineer 12 8.0 7 5.4 5 143 0 0.0 25 7.6
25 Communication-Electronics 6 4.0 2 1.5 1 2.9 0 00 10 3.
27 Communication-Electronics 1 0.7 0 0.0 0 0.0 0 0.0 1 03

Engineenng
31 Military Police 2 13 1 0.8 0 00 0 0.0 3 0.9
35 Military Intelligence 4 2.7 1 08 0 0.0 1 14.3 6 1.8
36 Counter-intelligence-Signal 0 0.0 0 0.0 1 2.9 0 0.0 1 03

Security. Human Intelligence
37 Signal Intelligence. 0 0.0 1 08 0 0_0 0 0.0 1 0.3

Electronic Warfare
41 Personel Programs 6 4.0 3 2.3 0 00 0 0.0 9 2.8

Management
44 Finance 1 0.7 1 0.8 0 0.0 0 0.0 2 0.6
45 Comp:roller 2 1.3 0 00 1 2.9 0 0.0 3 0.9
46 Public Affairs 0 0.0 1 0.8 0 00 0 0.0 1 0.3 P.

49 Operations Research/ 3 2.0 1 0_8 0 C.0 0 0.0 4 1.2
Systems Analysis

51 Research and Development 3 2.0 2 1.5 1 2.9 0 0.0 6 1.8
52 Nuclear Weapons 0 0.0 I 0.8 0 0.0 0 0.0 1 03
53 Automated Data Systems 1 07 0.8 0 00 0 0.0 2 0.6

Management
54 Operations Plans Trainingl 0 0.0 0 0.0 1 2.9 0 0.0 1 0.3

Force Development
55 Legal 2 13 1 0.8 0 3.0 0 0.0 3 0.9
56 Chaplain 1 0.7 1 0.8 0 0.0 0 0.0 2 0.6
60-62 Medical Corps 4 2.7 5 3.8 0 0.0 0 0.0 9 2.8
63 Dental Corps 0 00 1 08 0 0.0 0 0.0 1 0.3
64 Veterinary Corps 1 0.7 0 0.0 0 0.0 0 0.0 1 03
67-58 Medical Service Corps 1 0.7 0 0.0 0 0.0 3 0.0 1 0.3
71 Aviation Logistics 0 0.0 1 0.8 0 00 0 0.0 1 03
74 Chemical 1 0.7 1 0.8 0 0.0 0 O.C 2 06
75 Munitions Materiel 3 2.0 1 08 0 0.0 0 0.0 4 1.2

Management
81 Petroleum Management 1 0.7 0 0.0 0 0.0 0 0.0 1 03
91 Maintenance Management 1 07 2 1.5 0 00 0 00 3 0.9
92 Materiel/Services 2 13 1 0.8 0 00 0 0.0 3 0.9

Management
95 Transportation 2 13 1 08 0 0.0 0 00 3 0.9
97 Procurement 0 0.0 , 0.0 0 0.0 0 00 0 0.0

REMARKS. Although additional specialty data are not shown in this table, the data above suggest that a broad range of specialties
is represented

TABLE 6
ITEM: F. Select the letter that correspords to the highest level of civilian education you have completed

RES-ONSE (°,) BG MG LTG GEN CA CS CSS SP ALL

A. Doctoral degree 8.7 7.8 5.7 0 4.4 3.3 2.0 76.5 7.7 K1.
B. Masters degree 88.0 82.9 85.7 100 88.5 86.7 94.1 235 859
C Bachelors degree 3.3 9.3 8.6 0 7.0 10.0 39 00 6.4

REMARKS- Ninety-four percent have advanced degrees.
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TABLE 7 "

ITEM: G. What is the source of your most recent graduate degree (masters or doctorate)? .__ _

RESPON4SE P o BG MG LTG GEN CA CS CSS SP ALL

A I do not have a graduate degree 27 a01 86 0.0 7 1 100 39 0.0 6-5
B Fully-funded ;full-time Army 403 426 571 714 438 400 608 00 437

funds school costs)
C Degree Completion (full-time. 67 62 29 00 44 13.3 78 118 62

officer funds school costs)
D Cooperative Degree Program 235 178 57 00 21 7 200 98 5-9 18.8

iCOOP-CGSCIAWC)
E Of! duly - on own 20' 178 143 143 186 167 157 176 182

Prior to accession 47 31 0.0 00 00 00 20 588 3.4
G Other 2-0 23 114 143 44 0.0 0.0 59 3.4

REMARKS Forty-fou, pe'-e- accu:,ed t.'e~r advanced degree throu.;:1 a fully funded program. 180- acquired the:r degree through
'he Cooperative Degree Program. and 180o acquired their degreee on their "own ;imei'"

TABLE 8
ITEM: H. Through which of the foi-oainng did you receive your commission?

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

A OCS 80 10.8 88 00 70 19.6 L0 8.9 6.5
B USMA 31 3 40.0 61.8 85.7 49.8 20.0 11 8 0.0 38.7

C ROTC 573 408 26.5 14.3 41.4 70.0 64.7 35.3 47.2
D Direct appoin'ment 33 6 9 2.9 0.0 13.3 0.0 3.9 64.7 4.6
E Other 00 1 5 0.G 0.0 I00.0 0.0 0.0 0.0 0.6

REMARKS Most (47%; of the general officers in the sample received their commission through ROTC. the second most frequently
mentioned source is USMA (39%). and then OCS (92b)

TABLE 9
ITEM: 1. Please indicate the last school you have completed in the list below:

RESPONSE 0- NUMBER PERCENT

,A SSC (resident) 102 30.6
S SSC (non-resident) 4 1.2
C Annual Conference for BG Designes 139 41.7
D Center for Creative Leaoership Program 30 9.0
E CAPSTONE 14 4.2
F Inoavidcual Executive Development Program 35 10.5

REMARKS Nine gene'a! officers did not respond to this item. the most frequently mentioned response is Annual Conference
for BG Designees' 1420r)

TABLE 10
ITEM: J. How ig ago cid you complete this last school?

RESPONSE O BG MG LTG GEN CA CS CSS SP ALL

A 1 year or less 349 3.1 00 143 164 26.7 23.5 18.8 18.6
B About 2 years 208 '6 00 00 84 233 9.8 12.5 102

C About 3 years 107 39 29 00 67 100 78 00 68
D About 4 years 54 78 88 00 80 67 3.9 00 68
E Abo',t 5 years 74 2,36 29 00 151 13.3 11 8 12.5 14.2

Abou! 7 years 141 180 206 00 173 100 98 313 161
G About 9 years 40 133 176 0.0 84 33 137 63 9.0
H About 11 years 07 102 59 00 40 67 78 63 50

1 More Inan 11 years 20 156 412 857 156 00 118 125 133

REMARKS Ove,a! t!,e rnedan response is that the individual general officer attended his last school about 5 years ago The
median -eponse b gade i-" BG taoout 2 years ago). MG about 7 years ago). LTG (about 9 years ago). and GEN tmo.e than 11
years ago)
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___ TABLE 11

ITEM: K. Which of the fltomng loint service schools have you attended*>

RESPONSE BG8 MG LTG GEN CA CS CSS SP ALL

A I have no, attended anyv 534 578 486 286 560 650 431 56.3 547
joinit service schools

B National War College 176 8s 114 42-9 164 138 39 0-0 137'
C lOAF 135 17 2 -.4143 102 10-3 314 31.3 146
D AJFSC 101 11 i 1-13 43 Q33 34 118 12,5 121
E 0ther 54 23 ,4 3 00 40 69 98 00 5,0

*REMARKS Wa~n !he exception of 055. most generai office's hazwe no: attended a loint service schoo,-l

_____ ~~~~~TABLE 12A __ ___________

ITEMS Qo Agree-
83 MG LTG GEN C.A CS 055 SP ALL

IArmy le3ders at senior levels 46-6 48-5 54.3 143 51 3 40-0 35-3 353 47 1
be-.ave too much hke corporate
executives ane no: en~ough like
warriors

2 Peacetime needs rather than 66 7 66-9 68 6 28 6 68.9 600 56.9 70.6 66A
wartime requiremrenlts are
driving the developmne-it of
off icers today

3 Our officer developmrent system 673 690 65.7 71.4 74 56.7 56.9 62.5 67.8 *
does nut go far eno:igh today.:
preparing officers for war and
comb~t.

4 COareerf development f.or indi- 7-40 762 71 4 85.7 78 1 63.3 62.7 76.5 74.:-
vidual officers is secondary to
the need for the Army to defend
the country and deter war

5 The bold, original creative 23 3 254 25.7 0.0 224 :3. 0 21.6 47 1 24.1
officer cannot survive in today's
Army

REMARKS The above agree daa-ere devekiped by combining sfrongty agree. agree. an slightly agree responisas
The above data suggest that a small majority, of generals do not feei Army leaders at senior ieveLs bernave too much like corporate

execu-es k47% agree) Two-thmrds of the genera; officers agree that peacetime needs drive officer development today. a similar
percent feet the development system today dloesn I go far enough in preparing officers for war~combat. Seventy-four percent feel
that career development .s secondary to Army needs, and 24%L agree that the bold. creamve officer cannot survive in today s Army. V

* .. These data suggest that the officer development cl imate needs work
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TABLE 12B
ITEMS 0/0 Agree. r

BG MG LTG GEN CA CS CSS SP ALL

6 The officer corpb today is 28.9 36.2 42 9 28 6 23 2 30.0 27.5 3 33.3
focused toward personal gain as
opposed to selflessness. LN

7. The pro':oion system does not 29.3 292 286 14.3 30.7 300 19.6 29.4 28.7
reward those officers who have
the seasoning and potential to
be the best wartime leaders.

8. The current professional 59 3 55.8 40.0 57 1 52.0 73.3 G4.7 70.6 55.7
development system develops
officers who exemplify the war-
rior spint (i.e. the attitude that
one is first a soldier and must
always be prepared physically ',1
and mentally to lead soldiers
into battle) 

\% L

9. The current officer military 792 78.3 71.4 100.0 775 867 74.0 98.2 782
education and training system
enhances combat readiness in
the Army.

10. In the event of rapid mobiliza- 43.9 41.1 45.7 71 4 43.2 50.0 38.0 29.4 42.5
tion, officers today have been
adequately prepared to assume
command and staff duties two
positions above their current .
assignment levels.

REMARKS- The above "agree" data were developed by combining "strongly agree," "agree," and "slightly agree" responses.
The data suggest that one-third of the general officers feel the officer corps is focused toward personal gain (in contrast, 68% of
commissioned officers agreed with the same item), 28% feel the promotion system doesn't reward... the best potential wartime
leaders (vs 63% agreement by commissioned officers) Fifty-six percent agree the current system develops officers who exemplify
the warrior spirit (in contrast, 80/o of commissioned officers feel the officers around them exemplify "warrior spirit"). Seventy-eight
percent agree the education/training system enhances combat readiness. Most generals do not feel that officers have been pre-
pared adequately to assume command/staff positions two levels above their current assignments in the event of rapid mobilization.

TABLE 13
ITEM: 11. What percentage of the officers at your rank would make good wartime !eaders?

RESPONSE % BG MG LTG GEN CA CS CSS SP ALL

A. Almost all (90% or above) 320 28 1 23.5 85.7 24.4 36 7 51.0 35.3 30.2
B About 75% 21.3 26.6 11.8 0.0 222 26.7 15.7 353 22.5
C. About two-thirds 173 15.6 23.5 32.4 17.3 167 21.6 5.9 17.3
D. About half 167 172 324 0.0 22.2 13.3 5.9 11.8 182
E. About one-third 7.3 7.8 5.9 0.0 8.0 6 7 3.9 5.9 7.1
F. About 25% 5.3 3.9 2.9 0.0 5.8 0.0 0.0 5.9 4.3
G. Almost none (10% r less) 0 0 0 8 0.0 0.0 0.0 0 0 2.0 0.0 0.3

REMARKS: Overall, the median response regardless of grade or component is that "about 75/" of the general officers would
make good wartime leaders The median response for generals at each grade is. BG (about 750/6), MG (about 75%), LTG (about
two-thirds), GEN (almost all). These data represent in effect a "peer evaluation" of wartime leadership ability.

TABLE 14
ITEM: 12. What percentage of company grade officers would make good wartime leaders?
RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

A. Almost all (90% or above) 65.0 7.0 29 0.0 44 10.0 9.8 59 59
6 About 75% 19.3 24.2 41 2 286 23.1 26 7 21 6 29.4 23.8
C About two-thirds 27.3 39.1 23.5 28.6 36.4 26.7 196 17.6 31.8
D. About half 333 21 1 23.5 42.9 25.8 23.3 35.3 35.3 27.5
E About one-third 10.7 5.5 5.9 0.0 7.1 13.3 9 8 5.9 8 0
F. About 250/o 33 3.1 29 0.0 3.1 0.0 39 5.9 3.1
G. Almost none (10% or less) - - - - - - - - -

REMARKS- Overa;l, the median response is that "about two-thirds" of company grade officers would make good wartime leaders.
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S\'- TABLE 15
ITEM: 13. What percentage of ield grade officers would make good wartime leaders?

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

A Almost all (90% or above) 60 6.2 2.9 0.0 3.1 100 11.8 11.8 5.5
B About 75% 247 333 26.5 286 25.7 30.0 353 353 283
C. About two-thirds 273 302 35.3 57 1 33.6 23.3 23.5 11 8 298
D. About half 26.7 24.0 32 4 14.3 26 5 26.7 23.5 35.3 26 5
E. About one-third 120 39 29 00 8.0 10.0 39 59 74
F About 25% 27 2.3 0.0 0.0 2.7 0.0 2.0 00 2.2
G Almost none (10% or less) 0.7 0.0 0 0 0.0 0 4 0.0 0 0 0 0 0.3

REMARKS Overall, the median response is that about two-thirds" of field grade officers wouid make good wartime leaders

__ __-"_TABLE 16
ITEM: 14. What percentage of the career of battalion and brigade commanders should have been spent "with troops" prior to
assumption of command?

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL
A Almost all (90% or above) 20 31 - - 2.f' 33 2.0 - 22 -
B About 75% 12.7 94 - - 9.,' 3.3 12.0 11.8 96
C About two-thirds 23.3 21.1 14.3 14.3 22.6 10.0 18.0 294 21.0
D. About half 487 539 629 85.7 531 66.7 50.0 471 53.4
E. About one-third 12.7 11.7 22.9 - 11.9 167 14.0 11.8 130
F About 25% 333 333 - - 0.4 - 4.0 - 0.9
G Almost none (10% or less) - - - - - - - - -

REMARKS Overall, the median response is that 'about half' of the career of battalion and brigade commanders should have been
spent "with troops" prior to assumption of command

TABLE 17
ITEM: 15. Overall, to what umei uo you triink officers at each of the following levels are prepared (Dy the current training and
education system) to perform their mission?

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

LTs

A. Excellent preparation--could 8.7 11 6 11 4 167 11.9 16.7 3.9 00 105
assume higher level positions
if need occurred

B Good preparation-able to 349 426 400 83.3 38.9 36.7 41.2 375 392
effectively perform all required
tasks at their level.

C Adequate preparation-able to 49 0 42 6 37 1 0.0 43.8 40 0 43 1 62.5 44 1
perform all tasks at their level in
a minimally acceptable manner.

D Inadequately prepared- 74 31 11.4 00 5.3 67 11.8 00 6.2
currenily unable to perform the
required tasks at their level.

,., REMARKS. Overall, the median -,sponse is that lieutenants are "adequtely prepared" to perform their mission, although there
is essentially a normal distribution about this point Perhaps a more accurate portrayal would be to classify the preparation of --
lieutenants as "adequate to good."

I-.
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TABLE 18
ITEM: 16. Overall, to what extent do you think officers at each of the following levels are prepared (by the current training and

,y education system) to perform their mission9

. RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

CPTs

A Excellent preparation-could 8.7 225 86 0.0 128 233 17.6 6.3 14.2
assume higher level positions if
need occurred.

B. Good preparation-able to 54.4 50.4 62.9 100 57.1 533 45.1 500 34.6 -

* effectively perform all required
tasks at their level

C Adequate preparation-able to 36.9 27 1 25.7 - 29.6 23 3 37.3 43 8 30.9
perform all tasks at their level in
a minimally acceptable manner

D Inadequately prepared- - - 2.9 - 04 - .- - 0.3
currently unable to perform the
required tasks at their level

REMARKS Overall, the median response is that captains have received "good preparation" to perform their mission.

TABLE 19
ITEM: 17. Overall, to what extent do you think officers ai each of the following levels are prepared (by the current training and

education system) to perform their mission? ,

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

Majors.

A. Excellent preparation-could 12.8 24.0 114 167 16.8 23.3 15.7 188 17.3
assume higher level positions if
need occurred.

B. Good preparation-able to 59.1 46.5 54.3 50.0 52 7 500 56.9 62 5 53.7
effectively perform all required
tasks at their level

C. Adequate preparation-able to 26.8 29.5 31 4 33.3 29.2 26.7 27.5 18.8 28.1
perform all tasks at their level in
a minimally acceptable manner.'Q

D. Inadequately prepared- 1.3 0.0 2.9 0.0 1 3 0 0 0.0 0 0 0.9
currently unable to perform the -

required tasks at their level. Kt , ,

REMARKS- Overall, the median response is that majors have received "good preparation" to perform their mission ;-.. '.

-'4

TABLE 20
ITEM: 18. Overall, to what extent do you think officers at each of the follow:ng levels arm prepared (by the current training and . /

education system) to perform their mission?

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

LTCs

A. Excelint preparation-could 28 2 27.1 25 7 16 / 23 9 50C 33.3 25 0 27 8

assurni higher level oiositions if
need occurred

B Good preparation-able to 51.0 55.0 37.1 667 52.7 33.3 490 688 51 2
effec.ively perform all required
tasks at their level

C Auequate preparation-able to 188 17 1 31 4 16.7 21 2 167 15.7 6.3 19 1
perform all tasks at their level in
a minimally acceptable manner

0 nadequately prepared- 2.0 0.8 5 7 0.0 2,2 0 0 2.0 0 0 1 9

currently unable to perform the %
required tasks at their level

REMARKS Overall the median response is that lieutenant colonels nave achieved a "good" level of preparation to perform their
mission
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TABLE 21
ITEM: 19. Overall, to what extent do you think officers at each of the following levels are prepared (by the current trainng and

education system) to perform their mission?

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

COLs

A. Excellent preparation-could 34.9 33.3 31.4 0.0 26.5 50.0 58.8 31.3 340

assume higher level positions if
need occurred.

B. Good preparation-able to 46.3 48.8 40.0 66 7 52.2 43.3 25.5 31.3 46.3
effect~vely perform all required

tasks at their level.
C. Adequate preparation-able to 168 17.8 20.0 33.3 190 6.7 13.7 37.5 17.9

perform all tasks at their level in
a minaally acceptable manner.

D. Inadequately prepared- 2.0 00 8.6 0.0 2.2 00 20 0.0 1.9

* . currently unable to perform the

-- required tasks at their level.

REMARKS. Overall, the median response is that colonels have received marks of "good preparation" to perform their mission

TABLE 22
ITEM: 20. Overall, to what extent do you think officers at each of the following levels are prepared (by the current training and
education system) to perform their mission?

- RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

BGs

A. Excellent preparation-could 41.6 38.8 286 0.0 335 46.7 56.0 47.1 38.8
assume higher level positions if
need occurred.

B. Good preparation-able to 430 42.6 34.3 57.1 46.3 33.3 30 0 23.5 41 5
effectively perform all required
tasks at their level.

C Adequate preparation-able to 134 17.8 31.4 42.9 17.6 20.0 14.0 29.4 17.8
perform al; tasks at their level in
a minimally acceptable manner

D. Inadequately prepared- 2.0 0 8 5 7 0.0 2 6 0.0 0 0 0 0 1 8
currently unable to perform the
required tasks at their level.

REMARKS Overall, the median response is that brigadier generals have achieved a "good" level of preparation to perform their
mission.

. =r.

__"_"-__TABLE 23
ITEM: 21. Overall. to what extent do you think officers at each of the following levels are prepared (hy the current training n=rd

education system) to perform their mission?

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

MGs

A. Excellent preparation-could 46.9 46 9 34 3 28 6 41.5 50.0 60 0 52.9 45 7
assume higher level positions if
need occurred

B. Good preparation-able to 38.1 37 5 37 1 28.6 38 4 33.3 32 35.3 37 0
effectively perform all required
tasks at their level.

C Adequate preparation-able to 12.9 148 20.0 42.9 179 10.0 80 11 8 152
perform all tasks at their level in
a minimally acceptable manner.

D. Inadequately prepared- 2.0 0 8 8 6 0.0 2 2 6 7 0.0 0.0 2 2
currently unable to perform the

required tasks at their level.

REMARKS. Overall. the median response is that major generals have achieved a good level of preparation to perform their mission
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TABLE 24
ITEM: 22. Overall, to what e,"tent do y'oi think officers at each of the following levels are prepared (by the current training and
education system) to perform their miss.,)n?

RESPONSE (%) 9G MG LTG GEN CA CS CSS SP ALL

LTGs

A Excellent preparation-could 57.5 54 8 40 0 28 6 50.9 53.3 68.0 62.5 54.2
assume higher level pcsitions if
need occurred

B. Good preparation-able to 28 1 31. 34.3 429 31.1 333 24.0 25.0 30.1
effectively perform all required
tasks at their level.

C. Adequate preparation-able to 12.3 11 9 171 286 15.3 67 60 12.5 12.9
perform all tasks at their level in
a minimally acceptable mariner.

D. Inadequately prepared- 2.1 2 4 8, 0.0 2.7 6.7 2.0 0.0 2 8
currently unable to perform the
required tasks at their level.

REMARKS Overall, the median response is that lieutenant generals have re ,ived an "excellent preparation' to perform their mission.

TABLE 25 twi

ITEM: 23. Overall, to what extent do you think officers at each of the following Ic.els are prepared (by the current training
and education system) to perform their mission?

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

GENs

A Excellent preparation-could 58 3 57.1 45 7 42.9 52.9 55 2 68 0 75.0 56.5
assume higher level positions if
need occurred.

B. Good prepara!ion-able to 29.9 29.4 31 4 28.6 31 2 31 0 24 0 18 8 29.7
effectively perform all required
tasks at their level.

C Adequate preparation-abie to 9.7 8 7 14 3 28.6 12 2 6.9 4.0 6.3 10.1
perform all tasks at their level in
a minmaily acceptable manner

D. Inadequately prepared- 2 1 4.8 8.6 0.0 3.6 6.9 4 0 ( 3.8
currently unable to perform the
required tasks at their level.

REMARKS Overall, the median response is that generals have received an "excellent" preparation to perform their miz -?n.

'Ilk
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TABLE 26

ITEM: 24. Weakest area of preparation for LTs

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

A. No major weakness 34 3.1 5.9 0.0 23 13.3 39 0.0 3.5
B. Tachmcal skills 193 20.5 118 0.0 17.8 26.7 17.6 25.0 18.9
C Tactical skills 17.2 16 5 23.5 16.7 21.5 20.0 3.9 0.0 17.4
D Operational skills 8.3 7.9 11.8 16.7 110 33 39 12.5 9..

(e.g integration of combined
arms elements, management of
battlefield resources, etc)

E Concept integration/cognitive 4.1 0.8 8.8 0.0 3.2 3.3 0 0 12.5 3.2
skills

F. Leadership and human relations 16.6 18.9 11.8 50.0 16.4 16.7 21.6 18.8 17.4
C A lack of appropriate 124 102 88 16.7 8.7 3.3 25.5 125 11 0

understanding of their role
H A lack of appropriate military 6.9 5.5 2.9 0.0 5.0 6.7 5.9 12.5 5.7

values
I. Basic education (3R's) 76 9.4 11.8 00 8.7 3.3 11.8 6.3 8.5
J. Failure to be a soldier first 34 5 5 2.9 0.0 4.1 3 3 5.9 0.0 4 4

(i.e physically/mentaliy prepared
for war and combat)

K Other (please specify) 0.7 1.6 0 0 0 0 1.4 0.0 0.0 0.0 .9

REMARKS. Technical, tactical, and leadership/human relations skills are the three areas most frequently mentioned as "weakest
area of preparation" for lieutenants.

TABLE 27

ITEM: 25. Weakest area of preparation for CPTs:

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

A No major weakness 2.8 5 5 2.9 0.0 4.1 6.9 2.0 0.0 3.8
B. Technical skills 125 15.0 20.6 0.0 12.3 10.3 23.5 18.8 14.2

C. Tactical skills 23.6 15.7 14.7 50.0 21.5 31.0 13.7 6.3 20.3

D. Operational skills 28.5 33 1 29.4 16 7 33 8 20.7 27.5 12.5 30.4

(e.g. integration of combined
arms elements, management of
battlefield resources, etc.)

E. Concept integration/cognitive 6.9 9.4 11 8 0.0 4 13.8 11.8 12.5 8.2

skills
F. Leadership and human relations 18.1 9.4 14.7 33.3 14.6 6.9 13.7 18.8 14.2

G. A lack of appropriate 2.1 39 0.0 00 1.8 3.4 2.0 12.5 2.5

understanding of their role
H. A lack of appropriate military 2.1 3.1 0.0 0.0 1.4 0.0 2.0 18.8 2.2

values
I. Basic education (3R's) 0.7 1.6 5.9 0.0 0.9 3.4 3.9 0.0 1.6
J Failure to be a soldier first 2.1 1.6 0.0 0.0 1.8 34 0.0 00 1.6

(i.e. physically/mentally prepared
for war and combat)

K. Other (please specify 0.7 1.6 0 0 0.0 1.4 0.0 0.0 0.0 0.9

REMARKS. 'Operational skills" is the category most frequently mentioned as the weakest area of preparation for captains;

tactical, technical, and leadership skills also draw "double digit" mention.

-57
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TABLE 28

ITEM: 26. Weakest area of preparation for MAJs:

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL .

A. No major weakness 5.6 3.2 59 0.0 46 6.9 20 63 45
B. Technical skills 14.7 4.8 88 0.0 9.2 13.8 11.8 6.3 9.9
C Tactical skills 4 9 7 1 2.9 !6.7 6.5 00 5.9 12.5 6.1
D. Operational skills 364 421 500 500 45.6 31.0 35.3 6.3 40.4

(e.g integration of combined
arms elements. mana,]ement of
battlefield resources, etc)

E. Concept integration/cognitive 91 190 1V 6 33.3 10.6 138 29.4 18.8 143
skills

F. Leadership and human relations 6 3 4.8 2.9 0.0 4 6 6.9 2.0 25.0 5.4
G A lack of appropriate 14 0 11.9 2 9 00 12.0 138 7 8 6.3 11.5

understanding of their role
H. A lack of appropriate military 3.5 0 8 5.9 0.0 1.4 6.9 3.9 6 3 2 5

values
I Basic education (3R's) 1.4 24 0.0 0.0 18 34 00 0.0 1.6
J. Failure to be a soldier first 28 32 00 0.0 1.8 3.4 2.0 12.5 2.5

(i.e. physically/mentally prepared
for war and combat)

K. Other (please specify) 1.4 0.8 2.9 0.0 1.8 0 0 0.3 0 0 1.3

REMARKS- "Operational skills" is the category most frequently mentioned as weakest ar3a of preparation for majors. Fourteen
percent selected concept integration/cognitive skills.

TABLE 29
ITEM: 27. Weakest area of preparation for LTCs

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL
A. No major weakness 13.2 8.7 14.7 0.0 9.7 26.7 9.8 12.5 11.4

B Technical skills 76 7.9 2.9 0.0 60 10.0 11.8 6.3 7.3
C. Tactical skills 83 63 2.9 00 7.4 10.0 3.9 0.0 67
D. Operational skills 39.6 46.0 44.1 100.0 47.9 233 41.2 250 43.5

* (e.g integration of combined
arms elements, management of
battlefield resources, etc.)

E. Concept integration/cognitive 9.0 11.9 20.6 00 10.6 6.7 19.6 125 11.7
skilis

F. Leadership and human relations 83 7.9 5.9 0.0 6.0 16.7 39 25.0 7.6
., G A lack of appropriate 2.1 40 29 00 3.2 0.0 2.0 63 29

understanding of their role
''" H. A lack of appropriate military 2.1 1.6 0.0 0.0 1.4 0.0 0.0 12.5 1.6

values
I Basic education (3R's) 0.7 0.8 0 C 0 0 0.9 0.0 0.0 0.0 0 6
J Failure to be a soldier first 7.6 4.0 5.9 0.0 5.5 6.7 7 8 0.0 5.6

(i.e. physically/mentally prepared
for war and combat)

K Other (please specify) 1 4 0 8 0.0 0.0 1.4 0.0 0.0 0 0 1.0

REMARK"- "Operational skills" is the category most frequently selected as weakest area of preparation for lieutenant co'Unels.
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TABLE 30
ITEM: 28. Weakest area of preparation for COLs:

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL r

A No major weakness 19.4 18 3 20.6 0.0 17.5 34.5 17.6 12.5 18.8
B. Technical skills 9 0 10.3 5.9 0.0 6.9 6.9 19.6 6.3 8.9
C Tactical skills 6 3 6.3 5 9 0.0 7.4 3.4 39 0.0 6.1
D. Operational skills 27.1 31.7 35.3 100.0 35.9 20.7 235 12.5 31 5 V

(e.g integration of combined ,
arms elements, management of
battlefield resources, etc.)

E. Concept integration/cognitive 83 10.3 6.3 4.0 8.3 6.9 11.8 12.5 8.9
skills

F. Leadership and human relations 8.3 6 3 8.8 0.0 6.0 10.3 7.8 18.8 73

G. A lack of appropriate 4.2 4.0 0.0 0.0 4.1 6.9 0.0 0.0 3.5
A. understanding of their roleV

H. A lack of appropriate military 1.4 2.4 0.0 0.0 0.9 0.0 2.0 12.5 1.6
values

I. Basic education (3R's) 07 0.0 00 0.0 0.5 0.0 0.0 0.0 0.3
J. Failure to be a soldier first 12.5 7.9 14.7 0.0 9.2 10.3 13.7 25.0 108

(i e. physically/mentally prepared
for war and combat)

K. Other (please specify) 2.8 2.4 0.0 0.0 3.2 0.0 0.0 0.0 2.2

REMARKS. "Operational skills' is the category most frequently selected as weakest area of preparation for colonels.

TABLE 31

ITEM: 29. Weakest area of preparation for BGs:

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

A. No major weakness 30.1 32.5 20.6 0.0 25.5 43.3 39.2 25.0 29.6

B. Technical skills 9.8 11.1 11.8 0.0 8.8 13.3 17.6 6.3 10.5

C Tactical skills 4.9 6.3 0.0 16.7 6.9 3.3 2.0 0.0 5.4

D Operational skills 22.4 15.1 1 .8 50.0 21.8 16.7 7.8 12.5 18.5
(e.g. integration of combined
arms elements, management of

battlefield resources, etc.)
E. Concept integration/cognitive 7.7 4 8 20.6 0.0 8.8 3.3 7.8 0.0 7.6

skills
F Leadership and human relations 56 4.0 0.0 0.0 2.3 3.3 5.9 25.0 4.1

G. A lack of appropriate 11.2 15.9 20.6 16.7 14.4 10.0 13.7 18.8 14.0

understanding of their role
H A lack of appropriate military 1.4 0.0 2.9 0.0 05 0.0 0.0 12.5 1.0

values
I. Basic education (3R's) .........
J. Failure to be a soldier first 49 79 11.8 0.0 83 3.3 3.9 0.0 6.7

(i.e. physically/mentally prepared
for war and combat)

K. Other (please specify) 2.1 2.4 0.0 16.7 2.8 3.3 2.0 0.0 2.5

REMARKS. After "no major weakness, 'the next category most frequently mentioned as weakest area of preparation for brigadier

generals is "operational skills."
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TABLE 32
ITEM: 30. Weakest area of preparation for MGs"
RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL
A. No major weakness 46 1 40.0 32 4 0.0 36 6 50.0 56.9 37.5 41.5
B. Technical skills 2.8 8.8 2.9 0.0 3.8 10.0 7.8 6.3 5.1
C Tactical skills 2.8 7.2 29 16.7 6.1 3.3 2.0 0.0 4.8
D Operational skills (e.g. 18.4 13.6 176 50.0 21.1 167 3.9 63 17.0

integration of combined arms
elements, management of
battlefield resources, etc.)

E. Concept integration/cognitive 5.7 9.6 176 0.0 9.9 00 7.8 63 8.4
skills

F. Leadership and human relations 8.5 4.8 2.9 0.0 5.2 6.7 7 8 12.5 6.1
G A lack of appropriate 8.5 4.8 14.7 16.7 8.0 6.7 3 9 18.8 7.7

understanding of their role
H. A lack of appropriate military 0.7 0.0 0.0 0.0 0.0 0.0 0.0 6.3 0.3

values
I. Basic education (3R's) - - - - - - - - -
J. Failure to be a soldier first 2.8 8.0 8 8 0.0 6.1 3 3 5.9 0.0 6 5

(i.e. physically/mentally prepared
for war and combat)

K Other (please specify) 35 3.2 0.0 16.7 3.3 3.3 3.9 6.3 3.6
REMARKS" After "no major weakness,' "operational skills" is the category next most frequently mentioned as weakest area of
preparation for major generals.

TABLE 33
ITEM: 31. Weakest area of preparation for LTGs"
RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL
A. No major weakness 55.3 52.8 47.1 50.0 526 50.0 64.7 31.3 53.4
B. Technical skills 2.8 8.1 2.9 0.0 3.3 6.7 9.8 6.3 4.9
C. Tactical skills 2.8 1.6 0.0 0.0 2.8 0.0 0.0 0.0 1.9
D. Operational skills (e g. 11.3 10.6 17.6 333 14.7 13.3 2.0 6.3 12.0

integration of combined arms
elements, management of
battlefield resources, etc)

E. Concept integration/cognitive 2.8 7.3 5.9 0.0 5.2 6.7 3.9 6.3 5.2
skills

F. Leadership and human relations 8.5 6.5 2.9 0 0 5.7 6.7 5.9 25.0 6.8
G. A lack of appropriate 5.0 4.1 11.8 16.7 5.7 6.7 3.9 6.3 5.5

understanding of their role
H. A lack of appropriate military 0.7 0.0 00 0.0 0.0 0.0 0.0 6.3 0.3

values
I. Basic education (3R's) - - - - - - - -
J. Failure to be a soldier first 6.4 5.7 11.8 0.0 7.1 3.3 5.9 6.3 6.5

(i e. physically/mentally prepared
for war and combat)

K. Other (please specify) 4.3 3.3 0 0 0.0 2.8 6.7 3.9 6.3 3.6
REMARKS After "no major weakness," "operational skills" is the category next most frequently mentioned as weakest area of
preparation for lieutenant generals.
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TABLE 34
ITEM: 32. Weakest area of preparation for GENs"

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

A. No major weakness 60.7 58.9 47.1 50.0 57.8 53.3 66.7 50.0 58.6
B. Technical skills 2 9 5.6 5 9 0 0 2 8 6.7 7.8 6.3 4 2
C. Tactical skills 2.1 1.6 0.0 00 2.4 0.0 0.0 0.0 1.6
D. Operational skills (e.g. 10.0 8 9 2.9 0.0 13.7 10 0 0.0 0.0 10.4

integration of combined arms
elements, management of
battlefield resources, etc.)

E. Concept integration/cognitive 2.1 4.V 59 0.0 3.8 3.3 3.9 0.0 3.6
skills

F. Leadership and human relations 10.0 8.1 2.9 0.0 7.1 6.7 9.8 0.0 8.1
G. A lack of appropriate 3.6 4.8 11.8 16.7 38 3.3 3.9 0.0 52

understanding of their role
H. A lack of appropriate military 0.7 0.0 0.0 0.0 0.0 0.0 0.0 63 0.3

values
I. Failure to be a soldier first 3.6 3.2 11.8 0.0 4.7 3.3 2.0 6.3 4.2

(i.e. physicallylmentally preoared
for war and combat)

J Other (please specify) 43 4.8 0.0 0.0 2.8 10.0 39 6.3 3.9

REMARKS After no major weakness, operc tional skills" is the cate iry next most frequently mentioned as weakest area of
preparation for generals.

TABLE 35
Items 33 through 40 ask you to identify the three most important learnirg experiences which prepare an officer for each type assign-
ment listed below.

* . RESPONSE (%) Most 2d Most 3d Most
Important Important Important

33. Command

A Service School (resident) 9.3 33.3 37.8
B. Service School (non-resident) - 0.6 1.8
C. Civilian Graduate Education 0.6 0.6
D. Civilian Short Course - -
E. Self Study 1.8 10.8 18.6
F. Correspoiidence Course 0.6 0.3 0.3
G Unit Experience (OJT) 77.2 13.2 4.5
H Coached by Mentor 8.1 37.2 30.6
I. Other 0.6 1.2 3.0

REMARKS. Unit experience (OJT)- is identified by 77% as the most important learning experience to prepare an officer for com-
mand. "Mento'ng" and "resident service school experience" are the second and third most important experiences.

TABLE 36
Items 33 through 40 ask you to mentify the three most important learning experiences which prepare an officer for each type assign-
ment listed below

RESPONSE (o) Most 2d Most 3d Most
___-___-"_Important Important Important

34. TOE Unit

A. Service School (resident) 20.4 40 2 25.5
B. Service School (non-resident) - 0.6 2.1
C. Civilian Graduate Education - 0.9
D. Civilian Short Course -
E. Self Study 1.2 11.1 25.8
F. Correspondence Course 0.3 0.6 1.8
G. Unit Experience (OJT) 70.9 16.8 5.1
H Coached by Mentor 42 26.7 31.2
I Other - 0.6 1.8

REMARKS. Unit experience (OJT) 'is selected by 71% as the most impo-tant learning expenence for TOE unit assignments "Resi-
dent service schools" and "mentoring'" are next i:, importance.
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-_ _ _ _TABLE 37
Items 33 through 40 ask you to identify the three most important learning experiences which prepare an officer for each type assign-
ment listed below.

RESPONSE (%) Most 2d Most 3d Most
Important Important Important

35. High level staff

A Service School (resident) 58.9 25.5 8.4

S. B. Service School (non-resident) 0.3 3.3 2.1
;V C Civilian Graduate Education 42 186 13.5

D. Civilian Short Course 0.3 - 0.6
E. Self Study 2.7 13.5 24.9
F. Correspondence Course - 0.9 0.9
G. Unit Experience (OJT) 24.0 18.0 15.6
H. Coached by Mentor 7.5 16.2 26.7
I. Other 00 0.9 3.3
REMARKS "Resident service school" is the most important learning experience for high level staff assignments. "Civilian graduate
education" and "mentoring" are next in importance.

TABLE 38
Items 33 through 40 ask you to identify the three most important learning experiences wh'ch prepare an officer for each type assign-
ment listed below.

RESPONSE (%) Most 2d Most 3d Most
Important Important Important

36. Combined/Joint Staff

A. Service School (resident) 64.3 21.6 7.8
B. Service School (non-resident) - 5.4 2.4
C. Civilian Graduate Education 2.7 15.3 10.5
D. Civilian Short Course - - 0.6
E. Self Study 2.4 15.0 27.0
F. Correspondence Course 0.6 0.9 1.5
G Unit Experience (OJT) 19.5 20.1 14.4
H. Coached by Mentor 7.5 17.4 25.8
I. Other 0.6 0.9 5.7
REMARKS "Resident service school" is selected as the most important learning experience for combined/joint staff assignments
"Unit experience (OJT)" and "self study" are next in importance.

TABLE 39
Items 33 through 40 ask you to identify the three most important learning experiences which prepare an officer for each type assign-
ment listed below

RESPONSE (%) Most 2d Most 3d Most
Important Important Important

37. Service School

A Service School (resident) 33.3 26.4 9.3
B Service School (non-resident) 0.3 2.7 3.0
C. Civilian Graduate Education 6.0 14.4 9.3
D Civilian Short Course 0.3 1.2 2.4
E Self Study 6.3 20.1 27.0
F Correspondence Course 0.3 30 4.2
G Unit Experience (OJT) 49.2 18.0 11 7
H Coached by Mentor 1.5 9.6 24.3
I. Other 0.6 0.9 3.6

REMARKS- "Unit experienc*; (OJT)" is selected as the most important learning experience for service school assignments "Resi-
dent service schools" and "self study" are next in importance.
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"'.,______ TABLE 40
Items 33 through 40 ask you to identify the three most important learning experiences which prepare an officer for Lach type assign-
ment listed below.
RESPONSE (%) Most 2d Most 3d Most

Important Important Important
38. Specialty Immaterial

A. Service School (resident) 32.1 24.9 13.2 L
B. Service School (non-resident) 0.3 3 3 1.5
C. Civilian Graduate Education 12.3 13.5 96
D. Civilian Short Course 2.1 6.3 3.9
E. Self Study 7.2 22 2 21.6
F Correspondence Course - 3.0 3.9 L
G. Unit Experience (OJT) 36.9 12.3 13.5
H. Coached by Mentor 4.8 8.7 22.5
I. Other 0.6 1.2 2.7
REMARKS. Unit experience (OJT)" is selected as the most important learning experience for specialty immaterial assignments
"Resident service schools" and "mentoring" are next in importance.

TABLE 41
Items 33 through 40 ask you to identify the three most important learning experiences which prepare an officer for each type assign-2,-

ment listed below

RESPONSE (%) Most 2d Most 3d Most
Important Important Important

39. High Tech -

A Service School (resident) 9.6 16.8 12.3

B. Service School (non-resident) 0.9 0.3 1.2
C. Civilian Graduate Education 68.8 10.2 5.4
D. Civilian Short Course 2.7 20 7 8.4
E. Self Study 3.6 23.4 28.5
F Correspondence Course- 0.9 2.7
G. Unit Experience (OJT) 7.2 11.7 14.1
H. Coached by Mentor 2.4 8.4 16.5
I. Other 0.6 1.5 4.5

REMARKS. Civilian graduate education" is selected as the most important learning experience for "high technology assignments
"Self study" is next in importance.

TABLE 42
Items 33 through 40 ask you to identify the three most important learning experiences which prepare an officer for each type assign-
ment listed below-

RESPONSE (%) Most 2d Most 3d Most
Important Important Important

40 Other

A. Service School (resident) 21.1 22.0 20.0
B. Service School (non-resident) - - -
C. Civilian Graduate Education 21.1 1 6 7.5
D. Civilian Short Course 2.6 1.2 5.0
E. Self Study 1.5 1.1 20.0
F Correspondenc9 Course - - 2.5
G Unit Experience (OJT) 316 22.0 1.0
H Coached by Mentor 5.3 7.3 25.0
I Other 7.9 4.9 5.0
REMARKS Eighty-eight percent did not respond to th;s item The data above reflect the remainder of the responses

,.-

JJ-5-A-17-_.

-- a. - - - - - -- - - - - - - - -- -- - - - - - - - -



TABLE 43 TABLE 45
For items 41-47, select the two most important objectives that For items 41-47, select the two most important objectives that
should be accomplished by each school listed below- Do not should be accomplished by each school listed below. Do not
be limited in your response by how schools may be today- be limited in your response by how schools may be today-
respond as to how you think they should be. respond as to how you think they should be.

RESPONSE % Most 2d Most RESPONSE % Most 2d Most
Important Important Important Important

41. Precommissioning 43. OAC

A Develop basic military skills 48.3 282 A. Develop basic military skills 2.1 1.2

B. Develop basic branch skills 0.3 4 8 B. Develop basic branch skills 14 1 9.9
C. Prepare for command - 0.9 C. Prepare for command 433 14.1
D. Prepare for high level staff - - D. Prepare for high level staff 0.3 0.9 L

position position
E. Prepare for staff position (division - - E. Prepare for staff position 3.3 17.4

or below) (division or below)
F. Prepare for both command 0.3 0 3 F. Prepare for both command and 25.8 10.8

and staff staff
G. Operational level warighting skills - 0 9 G. Operational level warfighting skills 5.4 23.4
H Cognitive skills/concept 6.3 7.8 H. Cognitive skills/concept integration 01.5 5.7

integration I. Inculcation of Army values 0.9 3.6
I Inculcation of Army values 38.1 38.4 J. Socialization - 5.7
J. Socialization 3 0 120 K. Leadership and development of - 0.3
K. Leadership and development of - 0.6 large/complex organizations

large/complex organizations L. Drop this school 1.5 0.9
L Drop !his school - - M. Other 0.6 1.5
M. Other 0.9 1.8 REMARKS: "Prepare for command" and "Operational level

REMARKS "Develop basic military skills" and "Inculcation of warfighting skills" are selected as the two most important objec-
Army values" are selected as the two most important objectives tives of OAC.
of precommissioning.

TABLE 46
TABLE 44 For items 41-47, select the two most important objectives that

For items 41-47. select the two most important objectives that should be accomplished by each school listed below. Do not *

should be accomplished by each school listed below Do not be limited in your response by how schools may be today-
sho becmited in your response by how schools may be today- respond as to how you think they should be.
respond as to how you think they should be. RESPONSE (%) Most 2d Most

RESPONSE ,b Most 2d Most Important Impor.ant
Important Important 44. CAS3

42 OBC
A. Develop basic military sKilis 0.6 1.1

A Develop basic military skills 31.8 156 B. Develop basic branch skills 0.6 0.4
B Develop basic branch skills 56 8 30 0 C. Prepare for command 1.8 3.9
C Prepare for command 0.3 6 6 D. Prepare for high level staff 3 3 7.7 %
D Prepare for high level stall - - position

position E. Prepare for staff position 53.5 13.0
E Prepare for staff positor - 0.3 (division or below)

(division or below) F Prepare fo, both command and 13.5 11.6

Prepare for both command and staff - 0.9 staff
G Operational level warfighting skills 09 8 7 G Ooertional level warfighting skills 3.9 14 4
H Cognitive skills/concept integration 0.6 1 5 H. Cognitive skills/concept integration 1.5 31.2
I Inculcation of Army values 5-1 25 2 I Inculcat.on of Army values 0.3 2.8

K Socialization 1 2 6.9 J. Socialization 03 2-8
K Leadership and development o - 0.3 K Leadership and development of 0.3 0.4

large/complex organizations iarge/complex organizations
L Drop this school 0 3 - L Drop this school 16.2 9.8
M Other 09 0.6 M. Other 03 1.1

REMARKS "Develop basic branch skits' and -Inculcation of REMARKS. Prepare for staff position (division or below)'- and

Army va;.es are selected as the two most ;mportant objectives Cognitive skils/concept integratio,- are selected as the two
of OBC most important objectives o CAS3
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TABLE 47 TABLE 49

For items 41-47, select the two most important objectives that For items 41-47. select the two most important objectives that
should be accomplished by each school listed below Do not should be accomplished by each school isted below. Do not
be limited in your esponse by how schools may be today- be limited in your response by how schools may be today-
respond as to how you think they should be. respond as to how you think they should be.

RESPONSE (%) Most 2d Most RESPONSE (0/6) Most 2d Most
Important Important Important important

45 CGSC 47 SSC

A Develop basic military skills 0 3 -- A Develop basic military skills 0 6 -

B Develop bsic branch skills - B Deve!op basic branch skills - -

C Prepare for command 7 1 7 3 C Prepare for command 5.6 22
D Prepare for high level staff 203 19 0 D Prepare for high level staff 13.9 21 1

position positio 'n
E Prepare for staff position 7 1 5 1 E. Prepare for staff osition - 0.3

(division or below) (diwsion or oelow)
F Prepare for both command and 51 4 11.7 F. Prepare for ooth command and 16.1 .5

staff staff
G Operationai level warfighting skills 11 4 27 0 G. Operational level warfightirig skills 5.9 9.1
H Cognitive skillslconcept ,:,tegration 0.9 14.3 H. Cognitive skills/concept irLegration 6.8 16.7
I Inculcation of Army values 0.3 2.5 I Inculcation of Army valuez 1.5 2.5
J Socialization 0.3 4 1 J Socialization 1 5 7.6

K Leadership and development of 0.6 8 3 K. Leadership and development of 46.4 29.7
large/comolex organizations large/complex organizations

L Drop this school - - L. Drop this school 0.3 --

M Other 0.3 0.6 M. Other 1.2 2.2

REMARKS. Prepare for both command and staff- ana Oper- REMARKS. Leadership and development of large/complex
dtona level warfightng skills are selected as the two most organizations and Prepare for high level staff po-tion" are
important objectives of CGSC the two most frequently selected objectives for senior service

college

TABLE 48
For items 41-47, select the two most important objectives that

should be accomplished by each school listed below Do not
be limited in your response oy how schools may be today-
respond as to how you think they should be.

RESPONSE 0'%) Most 2d Most
Important Important

46 AMSP

A Develop basic miltary skills 1.0 -

B Develop basic branch skills 03 -
C Prepare for command 3 2 3 8 Ii- tr

D Prepare for high lcvel staff posit:on !7 4 137
E Prepare for staff position 1 3 3 4

(division or below)
F Prepare for both command and 17 1 9 1

staff 

G Operational level warfighting skills 15.5 11.0

H Cognitive skillsiconcept integration 12-9 22.3
I Inculcation of Army values - 1 5
J Sociaihzation - 2 7
K Leadership and developrnent of 4.5 15.3

largelcomplex organizations
L Drop this school 25.8 14 1
M Other 10 1 1

REMARKS -Drop :his school" is the most frequently selected.4"
respon3e :26%). the second most --

important objective se!ected is 'Co-n:t;ve sk'llslconcept inte-

U grat13n
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-_______.___TABLE 50 _ __ _"

ITEM: 48. Items 48 through 53 ask you to indicate the extent to which a particular school occurs at the rcjht trmo n an officer's career.

RESPONSE 0/c BG MG LTG GEN CA CS CSS SP ALL

,* 48. 08c

A. More than two years 13 - 31 - 04 - 40 - 0.9
too early

B. A little too early 13 0.8 - - 04 3.4 20 - 09
C About right 97.3 98 4 93.8 100 98 2 96.6 94.0 100 97.6 ,I

D. A little too late - - - - - - - -

E. More than two years ..........- " -,

too late
F Drop this school - 0.8 3.1 - 09 - - - 0.6

REMARKS. Ninety-eight percent feel that the timing of OBC is "About right." r-

.- ___ ___ ___TABLE 51
ITEM: 49. Items 48 through 53 ask you to indicate the extent to which a particular school occurs at the right time in an officer's career

RESPONSE (0/) BG MG LTG GEN CA CS CSS SP ALL

49. OAC

A More than two years 20 31 - - 22 - 4.0 - 2.1
too early

B. A little too early 174 16.3 12.5 - 138 24 1 260 59 159
' C About right 685 66.7 71 9 85.7 68.0 724 64.0 82.4 69.2

D A littte too late 11 4 11 6 9.4 14.3 133 3.4 6.0 11.8 11.0
E. More than two years - 1 6 - - 09 - - - 06

too late
F. Drop this school 0.7 0.8 6.3 - 1.8 - - - 1.2

REMARKS Seventy percent feel that OAC occurs at about the right time in an officer's career.

_ _ _TABLE 52
ITEM: 50. Items 48 through 53 ask you to indicate the extent to which a particular school occurs at the right time in an officer's career.

RESPONSE (%) BG MG LrG GEN CA CS CSS SP ALL

50. CAS3

A More than two years 1 4 08 - - 04 - 4.1 - 09
too early

B A lite too early 82 47 9.4 - 5.4 69 143 - 65
C. About right 62.6 609 62 5 833 596 759 571 87.5 630 e
D A little too late 54 7.0 6.3 16.7 8.1 34 4.1 - 6.5
E More than two years - 08 - - 0.4 - - - 0.3

too late S-
F Drop this school 22.4 23.8 21 9 - 26 0 13.8 20 4 125 22.8
REMARKS- Sixty-three percent feel that the timing of CAS3 is about right however, 23% recommend this school be "dropped'

_________ TABLE 53
ITEM: 51. Items 48 through 53 ask you to indicate the extent to which a particular school occurs at the right time in an officer's career

RESPONSE (%) BG MG LrG GEN CA CS CSS SP ALL

51 CGSC

A. More than two years 20 08 . ... 4.0 11 8 1 2
too early

B A little too early 81 109 9.4 - 89 138 12.0 - 95
C About right 75.0 80.6 875 100 804 724 740 824 789
D Alittletoolate 135 62 31 - 89 138 100 59 92

-. More than two years 07 16 - - 1 3 - - - 0.9
too late

F. Drop this school 07 - - - 04 --- 0.3

A REMARKS Seventy-nine percent feel that the timing of CGSC is "about right."
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_________TABLE 54
4ITEM: 52. Items 48 through 53 ask you tv indicate the extent to which a particular school occurs at the right time in an officer's career

RESPONSE % BG MG LTG GEN CA CS CSS SP ALL

52. AMSP

A More than two years 1.4 0.8 - - - 43 7.1 10
too early

B A little too early 5.1 5.7 63 - 47 69 85 - 5.2
C. About right 601 545 53.1 714 57.0 65.5 53.2 71.4 58.4
D. A little too late 36 33 3.1 - 2.8 3.4 4.3 7.1 3.2
E More than two years - 0.8 - - 0.5 - - - 0.3

too late
F Drop this school 29 7 35.0 37.5 28.6 35 0 24 1 29 8 14.3 31 9

REMARKS. Almost one-third recommend this school be dropped, otherwise, most (58%) indicate that the timing of AMSP is "about right"

TABLE 55
ITEM: 53. Items 48 through 53 ask you to indicate the extent to whicn a particular school occurs at the right time in an officer's career
RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL1 "

53. ssc

A More than two years 14 0.8 - - 0.4 - 40 - 0.9
too early

B A little too early 7.4 9.3 9.4 14.3 8 0 13 8 8.0 5.9 8.3
C About right 84.5 82.2 84.4 85.7 84.8 75.9 80.0 82.4 83.5
0 A little too late 5.4 70 - - 54 6.9 8.0 5.9 58
E More than two years 14 0.8 3.1 - 09 34 - 5.9 1.2

too late
F Drop this school - -- 3.1 - 04 00 - - 0.3

REMARKS: Eighty-four percent feel that SSC occurs at about the right time in an officer's career.

TABLE 56
ITEM: 54. The best action to be taken with respect to OAC, CAS3, and CGSC is.

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL ".

A. Keep all three 38.9 33.9 34.3 57 1 32.1 43.3 51.0 47.1 37.1
B. Delete OAC 27 1 6 2.9 14.3 3.1 - - 59 2.4
C Delete CAS3 19.5 16.5 8.6 14.3 19.6 3.3 15.7 11.8 16.7 i ,
D Delete CGSC 0.7 0.8 - - 0.9 - - - 0.6 *

E. Merge OAC and CAS3 23.5 33.9 25.7 14 3 28.6 30.0 19.6 29.4 27.4
F Merge CAS3 and CGSC 9.4 7.9 20.0 - 10.7 16.7 3.9 59 9.7
G Other (specify) 20 39 57 - 27 33 59 - 3.3
H Don't know 3.4 16 2.9 - 2.2 3.3 3.9 - 2.7
REMARKS. Although 37% recommend that all three schools be kept, 17% recommend that CAS3 be deleted, and 27% recommend
that CAS3 be merged with OAC

~ki
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-_____._TABLE 57
ITEMS % Agree

___.__-BG MG LTG GEN CA CS CSS SP ALL

55 All Army officers 69.1 66.9 67.6 71 5 68.2 76.7 66.7 52.9 67.6
should receive joint/
combined operation
training

56 CGSC (either resident 161 240 324 - 231 267 11 8 59 21.5
or non-resident) "
should be a pre-
requisite for
attendance at AFSC

57 AFSC should continue 75.1 669 558 71 4 682 700 725 100.0 69.5
to be considered a CGSC
equivalent school

REMARKS The above "agree" data are developed by combining "strongly agree,' "agree," and "slightly agree" responses, a) Sixty-
seven percent feel that all officers should receive joint/combined operation training. b) Most generals feel CGSC should not be a
prerequisite for AFSC c) Seventy percent feel AFSC should continue to be consdered a CGSC equivalent school.

_ __ _ _TABLE 58

ITEM: 58. The number of officers attending CGSC (Resident) each year should be,

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

A Expanded to accommodate 22.3 20.6 22.9 - 194 267 196 35.3 208
all eligible officers

B. Remain the same as now 67.6 70 6 71.4 71.4 69.4 66 7 72.5 58.8 68.8
C Reduced 3.4 48 5.7 14.3 5 4 - 2 0 5.9 49
D No opinion, don't know 6 8 4.0 - 143 5.9 6 7 5.9 - 5.5

REMARKS- Most general officers (690/6) feel that the number of officers attending CGSC each year should remain the same as now

TABLE 59 L".

ITEM: 59. Who should attend CGSC (Resident)?

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

A All eligible officers 154 71 171 - 10.8 16.7 13.7 11.8 119
B. Only those officers with 2.7 24 - - 2.2 - 20 5.9 2.1

potential for command
C Those officers with 2.0 08 - - 1 8 - - - 1 2

potentia' for high level
staff assignments

D Both B and C 765 833 800 100 807 800 80.4 76.5 80.5
E Other 34 5.6 2.9 - 4.0 33 3.9 5.9 4.0
F. No opinion, don't know - 08 - - 0.4 - - - 03 L -

REMARKS Eighty-four pe-cent feel that CGSC should be attended by those with potential for command and/or high level staff assign-
ments.

777
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TABLE 60
ITEM: 60. In your opinion, what is the maximum single block of time that an officer in your field should be in assignments "away
from troops" (i.e assignmpnts other than those having tactical or wartime mission signi'icance)*

RESPONSE % BG MG LTG GEN CA CS CSS SP ALL

A.l1year or less 07 - - - 05 - - - 03
B 2 years 16.4 8.7 9.1 - 150 - 5.9 18.8 120
C 3 years 42.5 51 2 48 5 42.9 532 40.0 27.5 31 3 46.9
D 4 years 22.6 165 21 2 57.1 168 40.0 314 6.3 20.7
E 5 years 8.2 126 9.1 -. 8.2 6.7 17.6 19.8 9.9

*, F. 6 years 6.2 7.9 91 - 4.5 100 13.7 6.3 6.8
G. 7 years - - - - - - -. -

H 8 years 0.7 - - - 05 - - - 0.6
I. More than 8 years: 2.7 3.1 3.0 - 1.4 3.3 39 18.8 2.8

REMP RKS The median response overall is that the maximum time an officer can spend "away from troops" is about "3 years"
(CA 3 years; CS = 4 years, CSS = 4 vears; SP = 4 years)

TABLE 61
ITEM: 61. Should officers be required to pass a military skills competency test prior to promotion to the next grade"

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

A Defintely not 28 7 28.5 22.9 14 3 23.2 36.7 37.3 52 9 27.9
B. Yes, for all grade 11.3 6.2 17 1 14.3 9.2 16.7 7.8 11.8 10.2

levels
C. Yes. for 0-1 only 13 4.6 5.7 - 2.6 - 7.8 - 0.3
D. Yes, for 0-1 and 6.0 6.2 57 - 53 6.7 98 - 57

0-2 only
E. Yes. for 0-2 only - 1.5 - - 0.9 - - - 0.6
F Yes, for 0-1, 0-2 21 3 185 14.3 143 20.6 16.7 196 11.8 19.5

and 0-3 only
G Yes, for 0-3 only 27 15.0 - - 2.2 3.3 - - 180
H. Yes, for 0-1 0-2, 20.0 19.2 229 14.3 232 10.0 11.8 59 19.5

0-3 and 0-4 only
I Yes, for 0-4 only 20 2.3 5.7 14.3 0.6 - 3.9 5.9 27

• _ J Yes, for some 60 62 29 28.6 7.0 6.7 2.0 59 63
combination of

'. ',." grades other than
above

REMARKS. While 28,/o are definitely opposed to the requirement for officers to pass a skills competency fest prior to promotion
to the next grade, 72% are inclined to accept some form of testing-essentially at company grade level

TABLE 62
ITEM: 62. Who should have the primary responsibility for professional development of officers"

RESPONSE(%) BG MG LTG GEN CA CS CSS SP ALL

A. MILPERCEN 24.0 20.8 88 143 19.3 30.0 31.4 5.9 21.1
B. The branch proponent 40 4 40 0 32.4 42.9 35.8 43 3 35.3 88 2 39.9

(..e branch service
school)

C The commanding officer/ 185 168 35.3 286 243 10.0 11.8 - 19.5
supervisor in each duty
assignment

D Individual officers are 17 1 224 235 143 206 16.7 21 6 5.9 195
responsible for their
own development "_

REMARKS. There is no consensus, all the players above are selected by a significant number of generals as having the primary
responsibility for professional development of officers The mode (40%) is "branch proponent"
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TABLE 63
ITEMS % Agree

BG MG LTG GEN CA CS CSS SP ALL

63. Most officers are 24.7 222 21.3 28.6 24.1 20.0 23.6 29 5 240
promo ted before they
become competent at
their existing grade
level

64 The promotion potential 98.1 97 7 94.1 85.8 96 8 96.7 97.1 100.0 97.2
of officers assigned as
instructors to TRADOC
schools should meet at
least the Army average

65 A major factor in the 96 0 96.8 94.3 100.0 95.6 93.3 98 0 93 7 95 8
evaluation of commanders
should be the extent to ,
which they develop the
officers serving under
them (mentoring)

66. More emphasis should be 96 0 93.7 97.2 100.0 97.4 100.0 96 1 93 7 97 3
placed on the devetopment
of officers while they
are in units.

67 The method of 66.9 72.7 71.5 71.5 78 8 73.4 76.4 68.7 70 6
instructing small groups
of students by having
a faculty member serve as
team leader/coach/mentor
should be expanded to all Army
officer schools.

REMARKS* The "agree" scales above are achieved by combining "strongly agree - agree - slightly agree" data. a) Most general
officers are satis'ied with currant promotion policies For example, only 24% feel officers are promoted prior to achieving compe-

- ... tence at their existing grade ievel b) There is strong consensus that TRADOC instructors should meet at least the Army average
(97%); also, "small group" is the preferred MOI with a mentorng faculty (77%). c) Ninety-six percent feel commanders should be r
evaluated to the extent they develop subordinates d) Unit experience is seen as the key to officer development, 9/% feel more

•.. emphasis is needed in this regard.

TABLE 64
!TEM: 68. Increased resources should be appliea to developing officers for:

RESPONSE % BG MG LTG GEN CA CS CSS SP ALL

A TOE type assignments 181 18.3 18.8 20.0 21.7 103 80 12.5 17.9
B. TDA type assignments 5 6 7 1 9 4 - 7.8 3.4 4.0 - 6.4
C. Both TOE and TDA type 37 5 34 1 34 4 - 31.8 34.5 52.0 43.8 35.9

assignments
D. There should te no change 299 31.7 28 1 600 295 44.8 28.0 31.3 30.8

from current emphasis
E No opinion, don't know 9.0 8.7 9.4 20.0 9.2 69 80 12.5 9.0

REMARKS There is no consensus other than a general opinion that more resources snould be &pplied to developing officers for
either TOE or TDA assignments Thirty-one percent feel there should be no change from current emphasis.
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TABLE 65
-TEM. Items 69 through 78 ask you to identify to what extent each of the listed learning experiences helped prepare you to perform
tr.' duties of your current assignment.

RESPONSE (%) Extremely Somewhat Litt'e/No N/A
Helpful Helpful Help

69 Ser ce School 46.5 41.2 105 1.8
(resiant) -r

70. Service School 3.6 4.2 7.8 84.4
(non-resiccnt) L

71 Advanced Civilian 37.7 33.0 20 7 7.6
Schooling

72. Correspondenci. Course 2.6 12.1 14.7 70.6
73. Civilian Short Cc-'rse 11.0 18.9 12.6 59.4
74. Self Study 57.8 363 22 3.7
75. Unit Experience (OiT) 78.5 15.1 2 5 4.0

76. Prior assignments 58.8 33.5 6.5 1.2
other than units

77. Coaching by mentor 38.2 37.6 11.8 12.4
78 Other

REMARKS. Across grades and ass.gnments, the three most likely learning experiences to be selected "extremely helpful" are. Unit
Experience (79%), Prior assignments (59%) and Self Study (58%).

TABLE 65A
ITEM: Items 69 through 78 ask you to identfy to what extent each of the listed learning experiences helped prepare you to perform
the duties of your current assignment.

Current Assignment: Combat Army Troop Leader/Reserve Component and Mobilization

RESPONSE Extremely Somewhat LittlelNo N/A

Helpful Helpful Help

69 Service School (resident) 46.2 43.1 10.8 -
70. Service School (non-resident) - 4.9 9.8 85.2
71. Advanced Civilian Schooling 15.2 30.3 47.0 7.6
72. Correspondence Course - 11.3 6.5 82.3
73 Civilian Short Course 3.2 79 14.3 74.6
74 Self Study 49.2 46.2 4.6 -
75. Unit Experience (OJT) 93.8 6.2 -

76. Prior assignments other 37.9 51.5 10.6
than units

77 Coaching by mentor 40 0 38.5 12.3 9.2
7 8 . O t h e r ....

REMARKS. For all those general officers currently as~-igned to a Combat Army Troop Leader or Reserve Component and Mobiliza-
tion assignment, "Unit Experience (OJT)" is by far the most frequently cited learning experience in terms of preparation for current
assignment.

TABLE 65B
ITEM. Items 69 through 78 ask you to identify to what extent each of the listed learning experiences helped prepare you to perform
the duties of your current assignment.

Current Assignment: Combat Developments/Combined Arms Doctrine

RESPONSE Extremely Somewhat Little/No N/A
Helpful Helpful Help

69. Service School (resident) 71.4 28.6 - -
70. Service School (non-resident) - - 40.0 60.0
71 Advanced Civilian Schooling 28.6 42.9 14.3 14.3
72 Correspondence Course - 14.3 28.6 57 1

73. Civilian Short Course 286 57.1 14.3
74. Self Study 71 4 28 6 -

75 Unit Experience (OJT) 100.0 - -

76 Prior assignments other 85.7 14.3 -

than units
77 Coaching by mentor 71.4 143 14.3
7 8 O t h e r ....

REMARKS. For those general officers serving in Combat Developments/Combined Arms Doctrine assignments, the most valuabe
learning experiences in rank order include. (1) Unit Experience (OJT). (2) Prior assignments other than units, (3) Coaching by mentor,
Self-Study and Resident Service School (tie).
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_ _ _ _ _TABLE 65C
',/ ITEM Items 69 through 713 ask you to identify to what extent each of the listed learning experiences helped prepare you to perform
,- tne duties of your current assignment.

Current Assignment: Command, Control, Communications/Information Management

RESPONSE Extremely Somewhat Little/No N/A
Helpful Helpful Help

69. Service School (resident) 65.0 35.0 ---
70. Service School (non-resident) 10.5 5.3 5.3 78.9
71. Advaa1ced Civilian Schooling 60.0 20.0 15.0 5.0
72. Correspondence Course 10.0 200 70.0
73. Civilian Short Course 10.0 35.0 5.0 50.0
74. Self Study 65.0 35.0 - -

75. Unit Exper'nce (OJT) 60.0 25.0 - 150
76. Prior assignments other 65.0 15.0 10.0 10.0

than units
77. Coaching by mentor 40.0 30.0 150 15 0
78. Other . ""

REMARKS- For those general officers currently in Command, Control, Communications/Information Management assignments, the
most helpful learning experiences have been Resident Service Schoolc (65%). Self-Study (65%), and Assignment Experiences (OJT).

TABLE 65D
ITEM: Items 69 through 78 ask you to identify to what extent each of the listed learning experiences helped prepare you to perform

A~ the duties of your current assignment.

Current Assignment: Intelligence

=.- RESPONSE Extremely Somewhat Little/No N/A
Helpful Helpful Help

-

-' 69. Service School (resident) 37.5 62.5 - -
70. Service School (non-resident) - 14.3 - 85.7
71. Advanced Civilian Schooling 50.0 37.5 - 12.5
72. Correspondence Course - 14.3 - 85.7
73. Civilian Short Course 14.3 28.6 14.3 42.9
74. Self Study 37.5 50.0 - 12.5
75. Unit Experience (OJT) 50.0 50.0 -
76. Prior assignments other 87.5 12.5

than units
77. Coaching by mentor 12.5 62.5 125 12.5
7 8 . O t h e r ....

REMARKS- For those general officers in Intelligence assignments, the three most helpful learning experiences were: Assignments
(88%), Unit Experiences (OJT) (500/G), and Advanced Civil Schooling (50%).

TABLE 65E
ITEM: Items 69 through 78 ask you to identify to what extent each of the listed learning experiences helped prepare you to perform
the duties of your current assignment.

Current Assignment: Joint/International/Security Assistance

RESPONSE Extremely Somewhat Little/No N/A
Helpful Helpful Help

69 Service School (resident) 28.6 57.1 14.3 -
70. Service School (non-resident) 7 7 - 7.7 84.6
71. Advanced Civilian Schooling 35.7 500 143 -
72 Correspondence Course - 7.7 7.7 84 6
73. Civilian Short Course 14 3 28 6 14.3 42.9
74. Selt Study 57.1 42.9 - -
75. Unit Experience (OJT) 64.3 21.4 14.3

76. Prin assignments other 57.1 35.7 7.1
ithan units

77. Coaching by mentor 214 35.7 28.6 14.3
78. Other -

REMARKS- For those general officers in Joint/International/Security Assistance assignments, the most helpful learning experiences
have been: Unit Experience (OJT) (64%), Self Study (57/o) and Prior assignments (57o/).
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TABLE 65F
ITEM: Items 69 through 78 ask you to ide. .!y to what extent each of the isted earning experienes helped prepare you to Fe4 )rm
the duties of your current assignment.

Current Assignment- Logistics

RESPONSE Extremely Somewhat Little/No N/A
Helpful Helpful Help L

69 Servite School (resident) 40.0 32.0 8 0 -

70. Serice School (non-resident) - 4.2 2.) 3 75.0
71. Advanced Civilian Schooling 45.8 41.7 4.2 8.3
72 Correspondence Course 4.2 12.5 25.0 58.3
73. Civilian SIort Course 80 16.0 12.0 64.0
74. Self Study 56.0 28.0 4.0 12.0
75. Unit Experience (OJT) 68.0 16.0 8.0 8.0
76. Prior assignments other 72.0 20.0 4.0 4.0 t"

than units
77. Coaching by mentor 2. 29 2 8.3 33 3
78. Other ....

REMARKS For general officers in Logistics assignments, the mt it helpful learning experiences have been Prior assignments (72%),

Unit Experiences (OJT) (680%). and Self Study (56%).

TABLE 65G
ITEM; Items 69 through 78 ask you to identify to what extent ea:h of the listed learning experiences helped prepara you to perform
the duties of your current assignment.

Current Assignment: Operations Planning/Strategy

RESPONSE Extremely Somewhat Little/No ,/A .
Helpful Helpful Help

69. Service School (resident) 43.8 56.3 - -

70. Service School (non-resident) - 7.1 - 92.9
71. Advanced Civilian Schooling 33.3 26.7 33.3 6.7
72. Correspondence Course - 21.4 7.1 71.4
73. Civilian Short Course 7.1 14.3 14.3 64.3
74. Self Study 50.0 438 63 -
75. Unit Experience (OJT) 68.8 18.8 6.3 6.3
76. Prior assignments other 56.3 43.8 - -

tian units
77. Coaching by mentor 40.0 33.3 20.0 6.7
78. Other .... ___

REMARKS. For general officers in Operations Plann.ng/Strategy assignments, the most helpful learning experiences have been-
Unit Experience (OJT) (69%). Prior assignents other than units (56%). and Self Study (50%).

TABLE 65H
ITEM: Items 69 through 78 ask you to identify to what extent each of the listed learning experiences helped prepare you to perform
the duties of your current assignment.

Current Assignment- Personnel/Manpower

RESPONSE Extremely Somewhat Little/No N/A
Helpful Helpful Help

69 Service School (resident) 50.0 33.3 16.7 -
70. Service School (non-resident) - - 18.2 818 .

71 Advanced Civilian Schooling 33.3 58.3 8.3 -
72. Correspondence Course - 182 81.8
73. Civilian Short Course 9.1 182 9.1 63.6
74. Self Study 50.0 33.3 - 16.7
75. Unit Experience (OJT) 75.0 8.3 8.3 8.3 -

76. Prior assignments other 66.7 16 7 16.7 -
than units

77. Coaching by mentor 33.3 33 3 25.0 8.3
78. Other . -.

REMARKS For general officers ,n Personnel/Manpower assignments, the must helpful learnig expenences have been Unit Experience
(OJT) (7S%). Prior assignments other than units (67%).
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TABLE 651

ITEM. Items 69 through 78 ask you to jdentify to what extent eacn of the listed learning experiences helped prepare you to perform
the duties of your current assignment

Current Assignment: Resenrn. Development. Acquisition

RESPONSE Extremely Somewhat Little/No N/A
Helpful Helfpul Help

69. Service School (resident) 25.9 51.9 18.5 3.7
70 Service School (non-resident) 7 7 3.8 88.5
71 Advanced Civilian Schooling 593 25.9 11.1 3.7
72. Correspondence Course -. 19 2 15.4 65.4
73. Civilian Short Course 25 9 14.8 22.2 37.0
74. Self Study 74.1 22.2 - 3.7
75 Unit Expenence (OJT) 63.0 22.2 7.4 7.4
76 Prior assignments other 80.8 192 - -

than units
77. Coaching by mentor 55.6 37.0 7.4
78 Other 100 - -

REMARKS For general officers in RDA assignments. the most helpful learning experiences have been. Prior assignments (810,0),
Self Study (740,o). and Unit Expenence (OJT) (74%). k

TABLE 65J
ITEM: Items 69 through 78 ask you to identify to what extent each of the listed learning experiences helped prepare you to perform
the duties of your current assignment.

Current Assignment F asource Management

RESPONSE Extrem.,y Somewhat LittlelNo N/A
Helpful Helfpul Help

69. Seivice School (resident) 44.4 55.6 -
70. $rvice School (non-resident) - 222 11.1 66.7
71. Advanced Civilian Schooling 55.6 22.2 - 22.2
72. Correspondence Course - 22.2 22.2 55.6
73. Civilian Short Course 11.1 55.6 11.1 22.2
74 Self Study 55.6 44.4 - -
75 Unit Experience (OJT) 778 11.1- 11.1
76 Prior assignments other 66.7 33.3

than units
77 Coaching by mentor 44.4 44.4 11.1
78. Other 100 .

REMARKS For general officers in Resource Management Assignments. the most helpful learring experiences have been. unit
experiencelOJT (780c) Prior assignments other than units (67%). Self Study (56,v). and Advanced Cvihan Schooling (560%-_

TABLE 65K
ITEM: Items 69 through 78 ask you tc identify to what extent eacn of the listed learning experiences helped prs-pare you to perform
the duties of your current assignment

Current Assignment Training

RESPONSE Extremely Somewhat Little/No N/A
Helpful Helfpul Help

69 Service School (resident) 58.8 35.3 - 5.9
70 Service School (non-resident) - - 59 94.1
71 Advanced Civilian Schooling 23.5 47 1 11.8 17.6
72 Correspondence Course - 17.6 17.6 64.7
73 Civilian Short Course 59 17.6 11.8 647
74 Sef Study 52.9 35.3 5.9 5.9
75 Unit Experience (OJT) 94.1 5.9 - -

76 Prior assignments o:her 41 2 52.9 5.9
than units

77 Coaching by mentor 47.1 29.4 17.6 5.9
78. Other 100 - - -

REMARKS For those general officers in Training assignments. the most helpfal learning experiences have been Unit Experience
(OJT) (94%). Resident Service Schools (59%). and Self Study (53%)
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TABLE 65L

ITEM. Items 69 thriugh 78 ask you to identify !o what extent each of tje hsted learnng experiences helped prepare you lo perform
the duties of your current assignment

Current Assignment: Other

R -SPONSE Extremely Somewhat Little/No N/A
Helpful Helfpul Help

69. Service School (resident) 46.4 41.1 10.7 1.8
70. Service School (nor,-resident) 3.6 5.5 3 6 87.3
71 Advanced Civilian Schooling 42.9 32 1 14 3 0.7
72. Correspondence Course 36 7.3 16.4 72.7
73. Civilian Short Course 109 20.0 9.1 60.0
74. Self Study 55.4 35.7 1.8 7.1
75. Unit Experience (OJT) 80.4 17.9 - 1.8
76. Prior assignments other 64.3 30.4 3 6 1.8

than units
77. Coaching by mentor 34.5 40.0 7.3 18.2
78. Other 100 - -

REMARKS. The other :ategory includes a wide range of type assignments that do not fit in any of the other position categories.

TABLE 66

ITEM: Items 79 through 88 ask you to identify to what extent each of the listed learning experiences helped lay the foundation for
your growth thioughout your career and/or erables you to make future contrinutions to the Army.

RESPONSE Extremely Somewhat Little/No N/A
Helpful Helfpul Help

79. Service School tresident) 64.2 33.4 2.1 .3
80. Service School (non-resident) 2.5 5.4 8.3 83.8
81. Advanced Civilian Schooling 41.6 35.2 15.1 8.1
82. Correspondence Course 2.5 18.1 18.1 61.4
83. Civilian Short Course 9.0 23.5 14.2 53.4
84. Self Study 63.7 32.6 2.1 1.5
85. Unit Experience (OJT) 93.4 6.3 - .3
86. Prior assignments other 66.5 29.6 3.3 .6

than units
87. Coaching by mentor 47.6 37.6 8.8 6.1
88. Other 100 - -

REMARKS. These questions are the tiame as for 69-78 except that the focus is on enabling a general officer to make future contnbu-
tions to the Army. The most helpful learning expenence. are. Unit Experiences (OJT) (93%). Prior assignments (671b). Resident
Service Schools (64%). and Self Study 164%).
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TABLE 67 _ _ _"_

ITEM: 89. Se.ect the skills aria abilities which are most important to you in your current position,

RESPONSE (%) BG MG LTG GEN CA CS CSS SP ALL

A. Communication skills 66.0 63.1 600 85 7 62.3 70.0 70.6 76.5 64.9
(written and oral)

B Time management skills 33 3.1 29 - 31 67 2.0 3.6
C. Resource management 6.0 3 8 5.7 - 3.9 33 11 8 - 3 6

(other than time; skills
D. Setting priorites/ 6.0 12.3 86 143 10.1 67 5.9 59 8.7

goals and planning
abilities

E Technical/tactical 2.0 0.6 2.9 - 2.2 - - - 1.5

skills
F Development of ...- - - - -

organizations
G Concept integration/ 2.7 3.1 - - 2 - 5.9 - 2.4

cognitive abilities
H. Leadership and human 12 0 12.3 20.0 - 14.0 13-3 3.9 17.6 12.6

relations skills
I. Ability to specifically 0 7 0.8 - - 0.9 - - - 0 6

develop stragegy
J. Other 1.3 08 - 1.3 0.9

REMARKS- "Communication .kills" is the most frequently se'ected category: "'leadership/human relations skills" is a distant second.

TABLE 68
ITEM: 90. How far forward do the longest programs/projects over wh-ch you have control in your current assignment extend (i.e.
How far forward do these programs/projects have an impact/payoff/results?)?

RESPONSE % BG MG LTG GEN ALL

A 1 week or less 0.7 0.8 - - 0.6
B. Between 1 week and 1 month - 0.8 - - 0.6 -
C. Between 1 and 3 months 0.7 - 0.3
D. Between 3 and 6 months - 08 - - 0.3
E- Between 6 and 12 months 6.7 1.5 2.9 - 4.0
F Between 1 and 2 years 113 3.8 11.4 - 8.3
G. Be:ween 2 and 5 years 32.0 41.5 31.4 14.3 34.9
H Between 5 and 10 years 25.3 26.2 34.3 57.1 26.9
I Between 13 and 15 yeers 6.0 11.5 8.6 14.3 8.6
J More than 15 years 17.3 131 11.4 14.3 156

REMARKS- The median response by grade: BG (2-5 years). MG (5-10 years). LTG (5-10 years). GEN (5-10 years).

TABLE 68A TABLE 68B
ITEM: 90. How far forward do the longest programs/projects ITEM: 90. How far forward do the longest programs/projects
ever which you have control in your current assignment extend over which you have control i, your current assignment extend
(i e How far forward do these programs/projects have an impact/ (i.e. How far forward do these programs/projiects have an impact/
payoff/results?)'7 payoff/results?)?

RESPONSE O% Position, Combat Army RESPONSE % Position: Combat Developments!
Troop Leader/Reserve Combined Arms Doctrine
Gom,po .c Mobilization A. 1 week er less

* A 1 week or less - B Between 1 week and 1 montn.
B Between i week and I month - C Between 1 and 3 months
C lbeiwt ,:' 3 months 1b D Between 3 and 6 months
D Between 3 ano 6 montni -- E Between 6 and 12 months
E Between 6 and 12 months 1I" 1 s- between 1 and 2 years

Between 1 and 2 years 152 G. Between 2 and 5 years -
G Between 2 and 5 vears 394 H Between 5 and 10 years 57.1
H Between 5 and 10 years 24 2 I Between 10 and 15 years 14 3
I Between 10 and 15 years 30 J More than 15 years 28 6
J More than 15 yeais 45 REMARKS Median = 5-10 years

REMARKS Med:an response = 2-5 years
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TABLE 68C TABLE 68F
ITEM: 90. How far forward do the longest nrogram5.,projects ITEM; 90. Ho, far forward do the longest programs/projects
over which you have control in your current assignment extend over which you have control in your current assignment extend
t e. How far forward do these programsJproects have an impact j, e. How far forward do these programs/proiects have an impact' "
lp3yoff/results?)? payoff/resu:lts?)?
RESPONSE % Position Command. Control. RESPONSE % Position. Logistics

Communications. Information A 1 week or less
Management B Between I week and 1 month

A. 1 week or ess - C Between 1 and 3 months -
B Between I week and 1 month - D. Between 3 and 6 months -
C. Between 1 and 3 months - E Between 6 and 12 months -

D Between 3 and 6 months - F. Between I and 2 years 4.0
E Between 6 and 12 months 4.8 G. Between 2 and 5 years 44.0
F Between 1 and 2 years - H. Between 5 and 10 years 32.0
G Between 2 and 5 years 38 1 I. Between 10 and 15 years 4.0
H Between 5 and 10 years 38 1 J. More than 15 years 16.0
I. Between 10 and 15 years e.5 REMARKS- Median = 5-10 years
J More than 15 years 9.5

REMARKS: Med;an = 5-10 years.

TABLE 68G
ITEM: 90. How far forward do the longest programs/projects

TABLE 68D over which you have control in your current assignment extend
ITEM: 90. How far forward do the longest programsprojects (a e. How far forward do these programsprojects _ ave an impact/
over which you have control in your current assignment extend payoff/results?)?
ti e How far forward do these programsiprojects have an impact; RESPONSE O-o Position. Operations Planning/Strategy
payoff/results?)? A 1 week or less

RESPONSE o Position: Intelligence B. Between 1 week and 1 month

A. 1 week or less - C. Between 1 and 3 months
B. Between 1 week and 1 month - D. Between 3 and 6 months 6.3
C Between 1 and 3 months - E. Between 5 and 12 months -

D Between 3 and 6 months - F. Bctween 1 and 2 years 6.3
E Between 6 and 12 months - G. Between 2 and 5 years 25.0
F. Between 1 and 2 years 12.5 H. Between 5 and 10 years 37.5
G Between 2 and 5 years 37.5 I. Between 10 and 15 years 12.5
H. Between 5 and 10 years 25.0 J More than 15 years 12.5
I. Between 10 and 15 years 25.0 REMARKS: Median = 5-10 years.
J More than 15 years -

REMARKS- Median = 5-10 years.

TABLE 68H
ITEM: 90. Hlow far forward do the longest p:ograms/projects

TABLE 68E over which you have control in your current assignment extend

ITEM: 90. How far forward do the longest procramsproiects (i.e How far forward do these programs/projects have an impact]
over which you have control in -your current assignment extend payoffiresults?)? _,-_

(i e- How far forward do these programs/projects hde an impact. RESPONSE % Position Pesonnel/Manpower
.. " - payofflresults?)? ,:pyfrut)A 1 week or less

RESPONSE % Position: JointlInternational/Security B. Between 1 week and 1 month -
Assistance C. Between 1 and 3 months

A 1 week or less - D. Between 3 and 6 months -

B Between 1 week and 1 month - E Between 6 and 12 months
C Between 1 and 3 months - F Between 1 and 2 years
D Between 3 and 6 months - G. Between 2 and 5 years 500
E Between 6 and 12 months 7 1 H Between 5 and 10 years 250 -
F Between 1 and 2 years 7 1 I Between 10 and 15 years 8 3
G Between 2 and 5 years 12 9 J More than 15 years 167
H Between 5 and 10 years 21 4 REMARKS- Median = 5 years
I Between 10 and 15 years 14 3

More than 15 years 71

REMARKS- Median = 2-5 years
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Hwfr TABLE 681 __ ___ ___ TABLE 68K
ITEM: 90-.o a forward co the tonges. programs/projects ITEM: 90. How far forward do the longest progfrmstprojects
over whicfl you 1.ave control in your current tss:gnmnent extend over which you heve control in your current assignment extend
"ie How far Iorwar' do these prog'ans/projects have an impact, (i e Ha., far forward do these programsiprojec~s hiave an ;Mpacti

.% payof.flresults?)___ _______ payotflresuits?)?

RESPONSE Go Dosit-on. Research. Development. RESPONSE -^% Training
A~fiJi~iI~flA I week or less5.

A 1 week or tess - B Between 1 weee and 1 month
B Between 1 week andi 1 month - CBetween 1 and 3 months
C Between 1 and 3 months - D Between 3 ana 6 mo.ntn-s
D. Between 3 and 6 months - E. Between 6 and 12 months 5 9
E Between 6 and 12 months - F. Between I and 2 years 11.8
F Between I and 2 years - G. Between 2 and 5 years 29.4
G Between 2 and 5 years 50.0 H Between 5 and 10 years 17.6
H Between _5 and 1G years 25.0 1 Between 10 and 1f5 years 17.6
1. Betwein- 10 and 15 years 8.3 J More thar. 15 years ____ 11.8
J More than 15 years 16.7 REMARKS- Median = 2-5 years. -

REMARKS Med~an =5 years

__________ _____ _____TABLE 68L
TABLE 68J i___ ITEM: 90. How far forward do the iongest p-ogrdms/projects

ITEM- 90. How far forward do !he longest programs/projects over which You have controt in your current assignment extend
owar iAhich you have contra!.n your current assignment extend (i e. How iar forward do these programstprojecls have an arnpact/
e How far forward do these programs/prclects have an impactl payotf/resutts?)? C:

payoffkzesuits?)? RESPONSE %Other ________

RESPONSE %b Position: Resource Management A. 1 week or tess
A. 1 wee. or, less - B. Between 1 week and 1 month 1.8
8. Between 1 week and 1 month I1 C. Between 1 and 3 months
C Between 1 and 3 months D- . Between 3 and 6 months
D Between 3 and 6 months - E. Between 6 and 12 months 1.8
E Between 6 and 12 months - F. Between 1 and 2 years 8.9
F. Between 1 ano 2 years - G. Between 2 and 5 years 32 1
G Between 2 and 5 years 55 6 H Between 5 and 10 -years 23.2
H %3etween, 5 and 10 years 333 Between 10 and 15 years 8.9
I Between 10 and 15 years - J. More than 15 years 23.2
J_ More tnian 15 years- REAK: eda=510yas

REMARKS: Median =-1 25 year

___________________TABLE_69 ___ ___

ITEM: 91 Do you agree that !)-e Army1 or DOD shoLidA proiide specific developmentat opportunities Z-1 tie general ufcef level?

RESPONSE t%) __0 BG MG LTG GEN C.A CS CSS SP ALL

A Strone .1- e 373 281 2.5 7 28.6 31.0 5 0. 0 255 471 326
B Agr,.. 367 43.0 42 9 57.1 403 .357 39.2 41.2 39.9

CSlightly ag-ee 173 141 143 143 1S55 6.7 235 111.8 15.7
D Sigtlty disagree 20 4 7 2 C - 4.0 - 20 - 3.0

EDisagree 47 55 57 - 53 87 3.9 -4.

F: Strongly disagree 13 23 57 - 22 - 3.9 - 21
__ G No cionion. dontt1 know-. 07 23 29 - -.8 - 2.0 - 18

REMI~ARKS Ttiee ~s strong ag'eef-ient :hat' here Stiosd be_ specifc deve;00ornaa. opportunities at the gpe.-rat oftbze- ie-el (880v agree,
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TABLE 70
ITEM: Items 92 through 107 ask you to identify. for each grade level. t.e extent tc nhich the skills listed below will change in impor-
tance on the future battlefield.

RESPONSE ORAMATIC INCREASE REMAIN DECREASE DRAMATIC
INCREASE SAME DECREASE

A Company Grade
92 Technical skills 41.8 49.5 8.0 0.6
93. Tactical skills 32.6 45.2 21.5 0.6
94. Operational-level 258 41.8 31 7 06

warfighting skills
95. Leadership skills 31.3 35.0 33.7 --
96. Cognitive skills/ 16.1 46.4 37.2 0.3

abilities

REMARKS The future battlefield is expected to increase the demands on company grade officers across all skill requirements

TABLE 71
ITEM: Items 92 through 107 ask you to identify. for each grade levei. the extent to wh-ch t,e skills listed below will change in impor-
tance on the future battlefield.

RESPONSE DRAMATIC INCREASE REMAIN DECREASE DRAMATIC
INCREASE SAME DECREASE

B. Field Grade
97. Technical skills 34.5 49.1 155 0.9 -

98. Tactical skills 33.3 47 8 18.5 0.3 -
99. Operational-level 35.7 42.2 21.2 Q 9

warfighting skills
!00. Leadership skills 27.8 39.8 32.1 0.3 -

101 Cognitive skills/ 26.2 44.7 28.7 0.3 -

abilities

REMARKS The future battlefield will increase the demands on field grade officers across all skill requirements.

L

TABLE 72
ITEM: Ihems 92 through 107 ask you to identify. for each grade level, the extent to which the skills listed below will change in impor-
tance on the future battlefield.
RESPONSE DRAMATIC INCREASE REMAIN DECREASE DRAMATIC

INCREASE SAME DECREASE

C. General Officers
102 Techn:ca: skills 24.1 45 7 29.3 0.6 0.3

103 Tacttcal skills 31.5 42.9 24.4 0.9 0.3
104. Operatonal-level 44.6 32.9 21.5 0-6 0.3

warfighting skills
105 Leadership skills 32 1 36.1 31.5 - 0.3
106 Coignttive skills! 29 1 433 27.2 0.3 -

abilities
107 Strategic abilities 45.4 38 0 16.4 0.3

REMARKS The futi;e battlefieid will increase Ine demands on general officers across all skill requ rements.
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TABLE 73
ITEM: 108. Do you think our country will need to institute some form of a draft to meet the needs for quality officers in the Armed
Fotces during the next 20-40 years?

RESPONSE BG MG LTG GEN CA CS CSS SP ALL

A. I believe strongly 19.7 18.0 1, 3 - 16.0 27.6 16.0 43.8 18.4
that we will

B. I believe we will 32.7 32.0 20.0 50.0 30 7 37.9 30.0 25.0 31.2
C. I do not know or cannot 109 5.5 8.6 - 8.0 34 160 - 8.4

decide.
D. I believe we will not. 32 7 38 3 51 4 50 0 40.0 20.7 36.0 31 3 37 1
E I believe strongly that 4.1 6.3 5.7 - 5.3 10.3 2.0 - 5.0

we will nct

REMARKS: General officers ae evenly split in their opinion with regard to th:s item

TABLE 74
ITEM: 109. The Army officer training system is preparing officers in my field to keep pace with the fielding of high-tech systems.

% Agree

BG MG LTG GEN CA CS CSS SP ALL

- 624 635 657 834 66.0 55.1 54.9 75.0 63.7

REMARKS* The "agree" data above is a comoination of "strongly agree," "agree" and 'slightly agree" respon-.s. Most general
officers agree (64%) that officers are being prepared to keep pace ,. th the fielding of high-tech systems

TABLE 75
ITEM: 110. Making the necessary changes in the Army school system to meet the needs of the future can best be accomplished through.
RESPONSE % BG MG LTG GEN CA CS CSS SP ALL

A. "Fine-tuning" of the existing parts 55.4 64 1 62.9 667 63.1 483 54.9 43.8 587

(e g schools such as OBC, OAC, etc)
of (n current system.

B Making major changes within the 203 188 143 167 160 34.5 235 31.3 20.2
current system, but not deleting/
adding new schools/courses

C. A major overhaul of the entire system 22.3 16 4 200 16 7 20.0 17.2 19.6 12 5 19.6
to include the possibility of deleting

existing courses and/c adding new
courses

D Scrap the existing system and 07 08 - - 04 - - 6.3 06
restructure the entire doctrine
development and education and train-
Ing systems.

E. No opinion 4 - 29 - 0.4 -- 20 63 0.9

REMARKS Fifty-nine percent of general officers fe3l that J a Army school system needs "fine tuning'' rather than a major
overhaul to meet the needs of the future

JJ-5-A-34N- .



.7 - -- - -.. I:-.-I-.- - - .'- W C~

TABLE 76
ITEM. 111. Current transition points for officer development no, tend to be associated with schools, e.g. OBC, OAC, CAS3, CGSC,
AWC Are these the appropriate transition points for the future?

RESPONSE % BG MG LTG GEN CA CS CSS SP ALL

A Yes 776 782 85.3 100 78.2 897 740 93.8 79.8
B No (specify in Item 137) 224 21 8 14.7 - 218 103 260 63 20.2

REMARKS Eighty percent of general officers feel that schools are currently associated with career transition points and that these
are appropriate transition points for the future.

TABLE 77 L
ITEM: 112. The policy for below the zone selections for promotion should b3:

RESPONSE % BG MG LTG GEN CA CS CSS SP ALL

A. Remain the same as nc-v 82.8 82.1 853 100 81.0 86.2 902 68.8 82.4
B Expanded to include selection of all 6 2 5.7 - - 5.1 6.9 9.8 - 5.7

those fully qualilied for selection
below the zone

C Abolish below the zone selections 9.0 81 118 - 97 3.4 - 31.3 8.8
0 Don't know 21 4.1 29 - 4.2 3.4 - - 3.1

REMARKS General officers overwhelmingly (82%) feel that the currcpt below the zone selection policy should remain the same
as now

TABLE 78
ITEMS % Agree

BG MG LTG GEN CA CS CSS SP ALL

113 The policy of early selection of a very 49 0 50.4 15 7 33.4 47.8 60.8 37.2 75.1 48.3
few officers foi promotion below the
zone encourages officers to focus on
short-term, high visibility goals

114 Most officers are promoted before 250 260 32.3 33.3 273 138 29.5 31.3 26.8
they become competent at their
existing grade level

115 A computer based education network 52 7 544 486 50.0 47.2 7461 60.8 563 53.1
should be developed to provide
officers with quality education and
training in tlx. unit setting

REMARKS The "agree' data above is a combination of "strongly agree," "agree' and ' slightly agree" survey responses.
a Most genere.l officers do not feel that below the zone promotions encourage officers to focus on short-term, high visibility goals,
also most general officers do not feel that officers are promoted prior to achieving competence at their existing grade level.
b. Fifty-three percent support development of a computer based education network

J-A
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___._______TABLE 79A "__._
-. ITEM: Circle the number on the scale tha, best represents the strength of your support lor one position over the other positions

(Table A) Circle a number on the importance scale to indicate the importance of the issue--regardless of position (Table B)

'J Position: 116. A. Army Requirements vs. Individual Needs
Position I Posiuon 2

The Officer Professional Development System The OPDS should be structured and 'mplemented
(OPDS) should be structured and implemented based on individual development needs
based on total Army requirements ._-

RESPONSE (NUMBERS) BG MG LTG GEN CA CS CSS SP ALL

Position: Scale
Strongly Support Position 1 over 2 1 42 35 8 3 62 11 13 3 89

2 51 52 15 2 94 7 15 8 124
3 30 29 5 1 47 6 12 3 68

Equally Support Both 4 23 9 6 1 22 4 10 3 39
5 5 3 1 0 7 1 1 0 9
6 2 0 0 0 1 1 0 0 2

trongly Support Position 2 over 1 7 0 2 0 0 2 0 0 0 2

REMARKS Median = 2, general officers tend lo feei -A rgly that tne OPDS shoud be structured/implemented based on total
Army requirements rather than on individual developm. -' needs.

TABLE 79B _ _ _

ITEM- Circle the number on the scale that best represents tIc strength of your support for ore nosiion uver the other positions
(Table A) Circle a number on the importance scale to ndicate the importance of th, issue-regardless ot position (Table B)

Importance: 116. B. Army Requirements vs. Individual Needs
Position 1 Position 2

The Officer Professional Development System The OPDS should be structured and implemented
(OPDS) s: ould be stiuctured and implemented based on individual development needs.
based on tolai Atmy requirements -_.._

RESPONSE (NUMBERS) BG MG LTG GEN CA CS CSS SP ALL

Importance Scale
Not lmpor'ant 1 2 2 0 0 2 1 0 1 4

2 3 2 0 0 3 0 1 1 5
3 4 4 2 0 9 0 2 0 11

Neutral 4 8 5 3 0 14 0 0 2 16
5 17 16 4 1 26 6 4 3 39
6 47 48 10 4 87 7 16 4 114

Very Importan, 7 68 53 16 2 93 16 28 6 143

REMARKS Median = 6. genaral officers feel that this issue is important

_______ __TABLE 80A _"_--

ITEM: Circle the n.tmber on 'ne scale that best represents the strepgth of your suppcrt for one position over the other posltons
(Table A) Crcle a number on the imoortance scale to ind.cate th, importance of !he issue-regardless of position (Table B)
Importance: 117. A. Equality of Army Assignments

Position 1 Position 2
All assignnrents are of equa, importance to the Army. Some assignments are more important to the Army

than others

RESPONSE (NUMBERS) BG MG LTG GEN CA CS CSS SP ALL

Position Scale
Strongly Support Position 1 over 2 1 3 2 0 0 1 1 2 1 5

2 1 4 2 I 7 0 i 0 8
3 0 2 1 0 0 1 1 1 3

Equally Sunoort Both 4 4 3 0 0 7 1 0 0 8
13 16 1 0 21 5 5 0 31

6 62 54 12 91 10 24 9 134
Stongly Support Position 2 over 1 7 68 48 19 3 107 12 18 6 143

REMARKS Mecii i-i 6, general o'ficers feol s, oi.gly that some assgnments are wort important to the Army than others (rather
than that all ass3ignnents are of equal importane'
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TABLE 80B
ITEM. Circle the nbmber on the scale that best represents the strength of your support for one poiti., n over the other positions
(Tzble A) Circle a number on the impolance scale to indicate the importance of the issue- -egardless of position (Table B).

Importance: 117. B. Equality of Army Assignments
Position 1 Position 2

All assignraents ,re of equal importance to the .rmy. Some assignments are more important to the Army
than others

RESPONSE (NUMBERS) BG MG LTG GEN CA CS CSS SP ALL

Importance: Scale
Not Important 1 4 5 0 0 7 0 2 0 9

2 2 7 1 0 5 1 3 1 10 .
3 4 3 2 0 7 2 1 1 11

Neutral 4 23 12 1 3 33 2 3 1 39
5 45 41 6 1 61 11 17 5 94
6 38 37 15 2 71 6 14 4 95

Very Important 7 39 24 10 1 50 8 11 5 74
REMARKS Median = 6, general officers feel that this issue (i.e equality of Army assignments) is important.

TABLE 81A
ITEM. Circle the number on the scale that best represents the strength of your suppot for one position over the other positions
ITable A) Circle a number on the importance scale to indicate the importance of the issue-regardless of position (Table B).
Position: 118. A. Field Army and Support Base Requirements

Position 1 Position 2
OPDS should fccus equally on field Army (TOE) ano OPDS should focus on the development of officers
support base requirements (TDA) in developing to meet field Army requirements.
officers

RESPONSE (NUMBERS) BG MG LTG GEN CA CS CSS SP ALL

Position- Scale
Strorgly Support Position 1 over 2 1 31 22 8 2 33 8 17 5 63

2 33 27 3 43 4 1t 4 62
3 13 3 6 2 24 3 2 2 31

Equally Support Both 4 21 16 6 1 30 8 3 4 45
5 27 21 6 1 43 4 7 1 55
6 25 23 6 1 42 3 10 1 56

Strongly Support Pos,tion 2 over 1 7 8 10 0 0 18 0 1 0 19
REMARKS Median = 4, general officers are evenly spht (,n tn,s issue - &s many support position 1 as support position 2. How-
ever, CSS generals tend to support position 1 (i.e. equal focus on TOEITDA deve!opment requirements)

TABLE 81B
ITEM. Circle the number on the scale tiat best represents the strength of your support for one position over the other positions
Table A) Circle a number on the importance scale to .ndicate the importance of the issue-regardless of position (Table B)
Importance: 118. B. Field Army and Support Base Requirements

Position 1 Position 2
OPDS should focus equally on field Army (TOE) and OPDS should focus on the development of officers
support base requirements (TDA) :n developing to meet field Army (TOE) requirements
officers

RESPONSE (NUMBERS) BG MG LTG GEN CA CS CSS SP ALL
Importance Scale
Not Important 1 1 1 1 0 2 0 1 0 3

2 3 3 0 0 3 0 2 1 6
3 3 5 3 0 10 0 1 0 11

Neutral 4 9 1 2 1 24 3 6 3 36
5 43 29 12 3 65 1 10 3 89
6 17 46 1) 2 81 7 16 5 109

Very Important 7 36 33 7 I 4S 9 15 5 77

REMARKS Median = 6
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TABLE 82A __

IT_.4: C-rcle the number on the scale that best represents the strength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the impcrt. nce of the issue-regardless of position (Table B).

Position: 119. A. Depth vs. Breadth in Development
Posit;on 1 Position 2

OPDS should insure that ALt officers are developed in-depth OPDS should insure that SOME officers are developed in-
r the Art ond Science of Warfare as well as being experts depth in the Art and Science of Warfare, other officers will be

in a functional area. developed as exoerts in functional areas.

RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL.

Position Sca2_-
Strongly Support 1 10 6 2 0 11 2 4 1 18
Posiion 1 over 2 2 22 14 6 2 32 3 9 1 45

3 10 16 4 1 21 2 7 2 32
Equally Support Both 4 9 10 3 1 16 3 4 0 23

5 22 20 5 1 33 6 7 3 49
6 43 42 11 2 79 8 13 2 102

Strongly Support 7 33 21 4 0 41 6 7 8 62
Position 2 over i

REMARKS: Median = 5; general officers tend to slightly favor position 2 over position 1.

TABLE 82B

ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the importance of the issue-regardless of position (Table B).

Importance: 119. B. Depth vs. Breadth in Development
Position 1 Position 2

OPDS should insure that ALL officers are developed in-depth OPDS should insure that SOME officers are developed in-
in the Art and Science of Warfare as well as being experts depth in the Art and Science of Warfare, other officers will be
in a functional area. de /eloped as experts in functional areas.
RESPONSE % BG MG LTG GEN CA CS CSS SP ALL

Importance Scale
Not Important 1 1 0 0 0 1 0 0 0 1

2 1 2 2 0 4 0 1 0 5
3 2 3 0 0 2 0 2 1 5

Neutral 4 8 9 3 1 12 4 5 0 21
5 42 31 11 3 67 7 12 5 91
6 56 57 12 2 92 12 23 4 131

Very Important 7 39 27 7 1 54 7 8 7 76

REMARKS Median 6

TABLE 83A

ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to indic3te the importance of the issue-regardless of position (Table B)

Position: 120. A. Responsibility for Training
Position 1 Position 2

Training of the individual officer should be primarily the respon-
sibihty" of the educational institutions Training of the indiviaual officer should be primarily the re-

sponsibility of the mentor and individual officer in Me unit/
organizaton

RESPONSE BG MG LTG GEN CA CS CSS SP ALL

Position: Scale
Strongly Support 1 3 3 1 0 4 1 1 1 7
Position I over 2 2 10 7 2 0 13 1 3 3 20

3 13 9 i 1 17 3 3 1 24
Equally Support Both 4 71 59 15 2 94 19 21 11 153

5 20 24 7 2 48 i 6 0 55
6 20 15 5 2 34 1 6 1 42

Strong"' Support 7 13 12 4 0 24 4 3 0 31
Position 2 over 1

REMARKS Median = 4, general officers tend to equally support both positions-i e. responsibilit for training the individual
ofizer involves the institutions. the individual and the mentor
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_ _ _ _ _TABLE 83B
ITEM. Circle the number on the scale that best represents the strength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the importance of the issue-regardless of position (Table B).

Importance: 120. B. Responsibility for Training
Position 1 Position 2

Training of the individual officer should be primarily the respon- Training of the individual officer should be primarily the -e-

sibility of educational institutions. sponsibility of the mentor and individual officer in the unit/
organization.

RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

Importance. Scale
Not Important 1 1 1 2 0 3 0 1 0 4

2 3 1 0 0 2 0 1 1 4
3 3 3 0 0 5 0 2 0 7

Neutral 4 23 16 5 0 27 6 8 5 46
5 34 32 3 2 50 8 10 6 74
6 42 43 13 3 76 8 17 2 103

Very Important 7 43 33 12 1 69 8 12 3 92

REMARKS. Median = 6.

TABLE 84A
ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions
(Table A) Cicle a number on the importance scale to indicate the importance of the issue-regardless of position (Table B).

Posit!on: 121. A. Responsibility for Education
Position 1 Position 2

Education should be primarily the responsibility of educational Education should be primarily the responsibility of tWe men-
(military/civilian) institutions tor and individual officer in the unit/organization.

RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

Position. Scale
Strongly Support I 16 12 5 0 23 3 4 3 33
Position I over 2 2 32 26 2 3 47 3 12 3 65

3 31 23 5 1 39 8 10 3 60
Equally Support Both 4 52 45 14 2 79 11 17 7 114

5 12 9 4 1 22 1 5 0 28

6 7 9 3 0 14 3 1 1 19
Strongly Support 7 4 1 2 0 5 1 1 0 7
Position 2 over 1

REMARKS Median = 4, the typical general officer supports both positions equally-i e., education is the reponsibility of the insti-
tution, the individual officer and the unit mentor.

TABLE 84B
ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions L-
(Table A) Circle a number on the importance scale to indicate the importance of the issue-regardless of posit~on (Table B).

Importance: 121. B. Responsibility for Education
Position 1 Position 2

Education should be primarily the responsibihty of educational Education should be primarily the responsibility of the men-
(miiitary/civilian) institutions. tor and individual officer in the unit/organization.

RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

:mportance: Scale
Not Important 1 1 0 0 0 0 0 1 0 1

2 3 3 0 0 4 0 1 1 6
3 7 5 3 0 11 0 4 1 16

Neutral 4 24 18 5 1 35 7 5 3 50
5 37 36 12 2 69 7 14 2 92
6 47 43 7 4 69 8 19 7 103

Very Important 7 30 20 8 0 41 8 6 3 58

.REMARKS- Median = 5
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TABLE 85A
ITEM: Circle the number on the scale that bes, represents tne strength of your support for one position over the other positions

(Table A) Circle a number on the importance scale to indicate the importance of the issue-regardless of position (Table B).

Position: 122. A. Responsibility for Socializat:on
Position 1 Position 2

Socialization should be primarily the responsibility of educa- Socialization should be primarily the responsibilty of the

tional inSttjtiors mentor and individual officer in the unit/organization.

RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

Position Scale
Strongly Support 1 0 0 0 0 0 0 0 0 0

Position 1 over 2 2 4 2 0 0 4 0 1 1 6

3 3 6 0 1 9 0 ! 0 10

Equally Support Both 4 59 43 11 3 87 8 18 7 120
5 30 29 7 2 47 6 11 5 69

6 33 35 11 0 57 9 13 3 82

Strongly Support 7 21 11 6 0 24 7 7 1 39 r

Position 2 over 1 f.r

REMARKS Mediarn 5, general officers tend to feel that socialization is more the responsibility of the unit rento, and the individual -

officer than the educational institution.

TABLE 85B
ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the importance of the issue-regardless of position (Table B).

Importance: 122. B. Responsibility for Socialization
Position I Position 2

Socialization should be prinarly the responsibility of educa- Socialization should be primarily the responsibility of the men-
tional institutions tor and individual officer in the unit/organization

RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

Importance: Scale
Not Important 1 3 4 1 0 4 0 3 1 8

2 2 1 1 0 3 0 1 0 4
3 4 4 1 0 7 0 2 0 9

Neutral 4 33 17 6 1 39 6 11 4 60
5 33 41 10 3 64 7 12 6 89

6 40 36 10 3 64 8 16 5 93

Very Important 7 34 22 6 0 47 9 6 1 63

REMARKS Median = 5

TABLE 86A

ITEM: Circle the number on the scale that bes! represents the strength of your suppot for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the importance of the issue-regardless of position (Table B)

Position: 123. A. Officer Role as Mentor
Position 1 Position 2

The officer as leader is equally responsible for both develop- The officer's primary responsibility is mission accomplishment
ing subordinates and for mission accomplishment

RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

Position, Scale
7W Strongly Support 1 66 53 11 1 91 17 22 6 136 7

Position 1 over 2 2 25 25 8 1 43 4 10 3 60
3 2 6 0 1 5 1 2 1 9

Equally Support Both 4 15 13 5 1 25 1 4 5 35

5 20 17 5 2 33 3 8 1 45

6 12 10 2 0 20 1 3 1 25
Strongly Support 7 9 4 4 0 14 1 2 0 17
Position 2 over I

REMARKS Median = 2 general officers strongly support the concept that the officer is equally responsible for both development
of sunordinates and mission accomplishment.
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TABLE 86B
ITEM; Circle t. number on the scale that best represents the strength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the importance of the issue-regardless of position (Table B)

Importance: 123. B. Officer Role as Mentor
Position 1 Position 2

The officer as leader is equally responsible for both develop- The officer's primary responsibility is mission accomplishment
ing subodinates and for mission accompishment

RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

* . Importance: Scale
Not Important 1 4 5 0 0 5 1 1 0 7

2 5 4 2 0 8 0 3 0 11
3 2 2 1 0 3 0 2 0 5

Neutral 4 7 8 1 0 12 0 2 3 17
5 11 17 2 2 25 3 3 1 32
6 47 36 9 4 71 8 14 8 101

Very Important 7 71 58 20 0 107 16 26 5 154

REMARKS. Median = 6.

TABLE 87A
ITEM; Circle the number on the scale that best represents the strength of your support for one position over the other positions
(Table A). Circle a number on the importance scale to indicate the importance of the issue-regardless of position (Table B)

Position: 124. A. Distribution of Officers
Position 1 Position 2

OPDS should be based on the premise that all units/organi- OPDS should be based on the premise that certain
zations receive an equal proportion of officers fully qualified unitslorganizations should receive a higher proportion of
for promotion to the next grade without compromising the officers fully qualified for promotion to the next grade
requirement to assign officers qualified to perform the job

RESPONSE % BG MG LTG GEN CA CS CSS SP ALL

Pos:tion: Scale
Strongly Support 1 25 24 12 1 42 6 14 2 64
Position 1 over 2 2 15 23 2 3 30 4 7 3 44

3 10 12 4 0 18 1 5 4 28
Equally Support Both 4 9 7 2 0 14 1 2 1 18

5 39 29 4 0 53 7 13 0 73
6 39 24 8 1 58 8 7 4 77

Strongly Support 7 9 7 3 1 15 1 2 2 20
Position 2 over 1

REMARKS. Median = 4. there is strong general officer sjpport for both positions. the median response is to equally support
both positions-i.e. there is no clear guidance on this issue

-L

TABLE 87B
ITEM. Circie the number on the scate that best represents the strength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the imporlance of the issue-regardless of position (Table B)

Importance: 124. B. Distribution of Officers
Position 1 Position 2

OPDS should be based on the premise that all unitsiorgani- OPDS should be based on tn( premise that certain
zatons receive an equal proportion of officers fully qualified unitso.ganzations should receive a h,gher proportion of
for promotion to the next grade without compromising the officers fully qualified for p! .motion to the next grade
requirement to assign officers qualified to perform the lob
RESPONSE Oo BG MG LTG GEN CA CS CSS SP ALL

importance Scale
Not Important 1 3 0 2 1 , 0 2 0 6 '.'

2 3 0 0 0 3 0 0 0 3
3 1 4 0 0 3 1 1 0 5

Neutral 4 -6 13 i 0 21 3 4 3 31
5 55 38 6 2 91 6 12 7 106
6 37 39 13 1 50 9 19 5 93

Very Important 7 30 31 12 2 55 9 12 1 77

REMARKS Median = 3
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TABLE 88A
ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the importance of the issue-regardless of position (Table B).

Position: 125. A. Entry Standards vs. Remedial Education
A. Your position.

Position 1 Position 2
Entry standards for officers should include proficiency in basic Remedial education programs for new officers deficient in
skills (mathematics, reading, writing, and oral communica- basic skills should be developed.
tions).

RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

Position Scale
Strongly Support 1 89 68 23 4 127 16 33 10 186
Position 1 over 2 2 31 32 5 1 47 6 12 6 71

3 8 5 2 2 14 3 0 0 17
Equally Support Both 4 16 17 3 0 28 3 5 0 36

5 4 4 0 0 5 1 1 1 8
6 4 1 1 0 6 1 0 0 7

Strongly Support 7 3 2 1 0 7 0 0 0 7
Position 2 over 1

REMARKS Median = 1 general officers strongly feel that entry standards should incluae proficiency in basic educational skills.

TABLE 88B
ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the importance of the issue-regardless of position (Table B).

Importance: 125. B. Entry Standards vs. Remedial Education
A Your position:

Position 1 Position 2
Entry standards for officers should include proficiency in basic Remedial education programs for new officers deficient in
skills (mathematics, reading, writing, and oral communica- basic skills should be developed.
tions).
RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

Importance: Scale
Not Important 1 1 4 1 0 4 1 0 1 6

2 2 3 1 0 3 0 3 0 6
3 3 3 0 0 5 0 1 0 6

Equally Support Both 4 7 9 2 0 16 1 0 1 18
5 21 17 1 3 30 4 2 6 42 ,
6 48 44 14 1 70 13 19 4 112

Very Important 7 73 49 16 3 99 11 26 5 142

REMARKS: Median =6

TABLE 89A
ITEM: Circle the number on the scale that best represents the strength of your ,..upport for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the impona e of the ;ss,.e-regardless of position (Table B).

Position: 126. A. Development: All vs. Some
Position 1 Pcsition 2

OPDS should provide the opportunity for continued profes- Within OPDS. the opDounit,- for continued professional
sional development for all officers throughout their service development shoufd be i ,ghtea in favor of those with tne

greatest promotion potential.
RESPONSE % BG MG LTG GEN CA CS CSS SP ALL

Position- Scale
Strongly Support 1 19 13 8 0 31 6 4 0 41
Position 1 over 2 2 14 12 4 1 22 3 5 1 31

3 11 9 2 0 11 2 8 1 22
Equally Support Both 4 12 16 5 2 24 2 7 2 35

5 L35 24 6 0 47 8 7 4 66
6 46 37 7 4 70 5 14 7 96

Strongly Support 7 16 18 3 0 29 3 6 2 40
Position 2 over I

REMARKS Median = 5 there is a slight tendency for general officers to support weighting professonal development opportun-.
ties -n favor of those will greatest promotion potential
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TABLE 89B
ITEM. Circle the number on the scale that best represents the strength of your support for one position over the other positions
,Table A) Circle a number on the importance &.ale to indicate the importance of the issue-regardless of position (Table B)
Importance: 126. B. Development: All vs. Some

Position 1 Positzn 2
OPDS should provide the opportunity for continued protes- Within OPDS. the opportunity for continued professional
sonal development for all officers throughout their service development should be weighted n favor of those with the

greatest promotion potential.

RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

Importance- Scale
Not Important 1 0 0 1 0 1 0 0 0 1

2 2 4 0 0 3 2 1 0 6
3 3 4 0 0 2 1 5 0 8

Neutral 4 17 9 4 0 23 0 5 2 30
5 45 45 14 1 82 5 14 6 107
6 55 39 10 6 81 10 18 7 116

Very Important 7 27 28 6 0 42 11 8 2 63

REMARKS. Median = 6.

TABLE 90A
ITEM: Circie the number on the scaie that best represents the strength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to i.idicate the importance of the issue-regardless of position (Table B).

Position: 127. A. Requirements by LevelPosition 1 Position 2

The type of development requirements vary at each level of The type of development requirements are constant across
officer responsbility levels of officer responsibility

RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

Position: Scale
Strongly Support 1 44 50 6 2 71 10 17 7 105
Position . over 2 2 64 42 15 2 97 11 1" 6 125

3 19 15 9 2 30 2 11 2 45
Equally Support Both 4 18 10 4 1 20 3 9 1 33

5 2 4 0 0 5 1 0 0 6
6 5 1 0 0 3 0 2 1 6

Strengly Support 7 0 1 1 0 1 0 1 0 2
Position 2 over 1
REMARKS Medan 2. general officers tend to strongly feel that the type of development requirements vary a: each level of
officer responsibility

TABLE 90B
ITEM: Circlb the number on the scale that best represents the strength of your support fur one position over the other positions
(Table A). C-rcie a .umber cn the importance scale to indicate the impo-tance of the issue-regardless of positici (Table B
Importanne: 127. B. Requirements by Level

Post;or; 1 Position 2
The type of development requ rements vary at each level of The type of deveiopment requirements are constant acrc-ss
officer respcnsibilty. leve!s of officer responsibility.
RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

importance- Sca!o
Not ;mportan! 4 8 0 1 7 1 4 1 13

2 2 3 0 0 3 0 2 0 5
3 11 7 2 1 15 0 2 4 21

Neutral 4 36 24 11 2 54 5 11 3 73
5 50 36 9 3 78 9 12 2 101
6 37 25 1 0 0 52 4 12 6 74

Very Importa;: 7 12 19 3 0 18 8 7 1 34

REMARKS- Median = 5
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TABLE 91A .._ _

ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions
(Table A) Circle a number on the importance scale to indicate the importance of the issue-regardless of position (Table B).

Position: 128. A. Management of OPDS
A Your Position

Position 1 Position 2
The tinal authority fcr office. training and education decisions The final authority for officer training and education oecisions
impacting on the entre Army (e g increases to THS account) impacting on the entire Army should reside at TRADOC.
should reside at HODA. _--_

RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

Position, Scale
Strongly Support 1 74 67 20 2 i18 !3 26 8 165
Position 1 over 2 2 26 28 6 2 45 1 12 6 64

3 18 13 3 3 24 3 9 1 37
Equa!ly Support Both 4 17 1 1 0 20 6 2 1 29

7 2 1 0 5 4 1 1 11
6 6 2 3 0 11 1 0 0 12

Strongly Support 7 5 4 1 0 8 1 1 0 10
Position 2 over 1

REMARKS Median = 1 general officers strongly feel that final authority for decisions impacting on the entire Army should reside
at HODA rather than TRADOC.

TABLE 91B
ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other pobitions
(Table A) Circle a number on the importance scale to indicate the importance of the issue-regardless of posttion (Table B).

Importance: 128. B. Management of OPDS
Position 1 Position 2

The final authority for officer training and education decisions The final authority for officer training and education decisions
impacting on t 'e entire Army (e g increases to THS account) impacting on the entire Army should reside at TRADOC.
should reside a, HODA.

RESPONSE (NUMBER) BG MG LIG CEN CA CS CSS SP ALL

Importance: Scale
Not Important 1 2 4 3 0 7 0 2 0 9

2 2 2 1 2 4 1 1 1 7
3 2 3 1 2 7 1 1 0 9

Neutral 4 32 24 1 1 43 5 11 4 63
5 31 26 8 0 44 8 11 2 65
6 38 26 8 1 53 6 13 3 75

Very Important 7 41 42 13 1 73 8 12 7 100

REMARKS: Median = 6.

TABLE 92A
ITEM- Circle the number on the scale that best represents the strength of your support for one position over the other positions
Table A) Circle a number on the importance scale to indicate the importaiice of the issue-regardless of position (Table B)

Position: 129. A. Command Priority
A Your position-

Position 1 Position 2
The hKghes pnority of OPDS should be to develop officers pre- The OPDS should give equal priority to the development of
pared to assume command positions officers for Pl1 positions
RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

Posihon Scale
Strongly Support 1 9 I0 2 1 22 0 0 0 22
Postion over 2 2 20 20 3 2 41 1 4 0 46

3 20 21 4 0 35 2 7 0 45
Equany Support Both 4 25 14 4 1 29 5 11 1 46

5 20 17 4 1 30 2 9 2 43
6 29 26 9 1 40 12 12 8 72

Strongly Support / 24 19 9 1 31 8 8 6 53
Position 2 over 1

REMARKS- Median 5, general officers tend to slightly favor development of officers for all positions over priority to those prepanng

- ' for command positions CS and CSS general officers feel mure strongly about this than do CA general officers.
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TABLE 92B
ITEM. C.rcie the number on the scale that best represents the strergth of your support for one position over the other posvt~ons
Tabie A j Circie a number on the ,mportaoice scale to ,ndicate the importance of the isse-regardless of position (Tab.e B).

Importance: 129. B. Command Priority
Position 1 Position 2

The hignest pr-or,y ut OPDS should be tc deveop oflicers pre- The OPDS should give equal p'ronty to the development of
pared to assume command positions officers for all positions at TRADOC

RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

Importance: Scale
Not Important 1 0 0 0 1 1 0 0 0 1

2 2 2 1 0 4 U 1 0 5
3 2 3 C 3 0 3 0 6

Neutral 4 14 9 1 1 15 2 7 1 25
5 36 22 8 0 52 4 9 5 70
6 61 53 3 93 15 19 5 132

Very important 7 35 38 11 2 60 9 11 6 86

REMARKS: Median = 6.

TABLE 93A
ITEM: Crce the number or the scale that best represents the strength of your support for ote position over the other positions
Table Aj. Crcse a number on the importance scale to indicate the importance of the issue-regardless uf position (Table B).

Position: 130. A. Role of Army Instructor
Position 1 Position 2

-i he Army school instructor is equally responsible for being The Army school instructor is primarily resDonsible for dis-
a mentor towarcs students as well as disseminating infor- semnating intormaticn.
matron-

RESPONSE (NUMBER) GG MG LTG GEN CA CS CSS SP ALL

Position Scale
Strongly Support 1 58 56 14 2 85 15 23 7 134
Position I over 2 2 42 37 11 3 72 6 !0 5 94

3 22 19 3 t .8 3 it 3 45
Equally Support Both 4 7 8 2 1 14 1 1 2 18

5 12 4 4 - 13 2 4 - 20
6 6 1 1 5 1 2 - 8

Strongly Support 7 5 2 0 - 5 2 0 - 8
Position 2 over 1

REMARKS Median = 2. general officers strongly feel that instrjctot role should he that of mentor.

TABLE 93B
ITEM. Cifrcie the number on the scale that best represents the strength of your support fo; one position over tht. other positions
Tabie A). C,:cle a number on the importance scale to indicate the importance of the issue-regardless of posit.n (Table B).

Importance: 130. A. Role of Army Instructor
Position 1 Position 2

The Army school instructor is equally responsible for being The Army school instructor is primarily responsible for dis

a mentor towards students as well as disseminating infor- seminating inform-iton
mation

RESPONSE (NUMBER) BC MG LTG GEN CA CS CSS SP ALL

Impolance- Scale
Not Important 1 2 3 2 - 4 - 2 1 7

2 2 2 1 - 3 - 2 - 5
3 10 6 3 - 16 - 3 - 19

Neutral 4 23 17 7 1 31 3 10 4 49
5 37 32 6 3 58 8 9 5 81
6 41 32 9 1 56 9 16 4 87

Very Important 7 32 34 7 2 54 10 9 3 78

REMARKS- Median = 6
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TABLE 94A
"-" ITEM: Crcle the numbe, on the scale that best represents the strength of your support for one position over the other pos~tons

.Table A) Circle a number on the importance scale to indicat: the importar.e of the issue-regardless of pos,tion lTabte B)

- Position: 131. A. Rewarding Organizational vs. Personal Success
Position I Position 2

The Army should rewaro behavior that stresses organizato,}al The Army should rewirard behavior that stresses personal

success success

-,- RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

:-.' Position Scale

-\- Strongly Support 48 50 12 1 83 7 17 7 114

Position Iove. 2 2 34 29 10 1 54 7 12 3 76

3 18 17 3 2 31 3 5 1 40

Equally Support Both 4 51 29 10 3 64 9 15 6 94

5 4 C 0 0 1 2 1 0 4

6 0 1 0 C 0 1 0 0 1

Strongly Support 7 0 1 0 0 0 1 0 0 1

- Position 2 ove 1

REMARKS Median = 2 general officers strongly feel the Arm) should reward behavior that stresses organizational rather than

persona: success

TABLE 94B
ITEM: Circle the number on the scale that best represents the strength of your support for one position over the other positions

(Table A) Circle a number on the importance scale to indicate the importance of the ,ssue-regardless of posi:ion (Table B).

Importance: 131. B. Rewarding Organizational vs. Personal Success
Position 1 Position 2

he Army should rewaro behavior that stresses organizational The Army should reward behavior that stresses personal
s uccess success

RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

Importance Scale

Not Important 1 2 2 4 0 6 0 2 0 8
2 2 4 1 0 3 0 2 2 7
3 3 3 0 0 4 0 2 0 6

Neutral 4 29 12 a 3 42 2 7 2 53

5 23 22 3 1 38 3 7 1 49

6 44 36 9 2 65 12 ii 5 93

Very Important 7 50 48 10 1 74 13 18 7 112

REMARKS Median = 6

___-__"_TABLE 95A
ITEM: Circle the number on the scale that best represents the strength of your support for one position ever the other positions

" ,Taole A) Circle a number on the importance scale to indicate the importance of the issue-regardless of position (Table B).

.- Position: 132. A. Development: Short-term vs. Long-term
Position 1 Position 2

OPDS should focus on long-term development of officers OPDS should focus on the short-term development of officers
to meet the demands of follow-on assignments

RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

Posibon Scale

Strongly Support 1 18 18 10 3 32 8 7 2 49

Position 1 over 2 2 36 28 5 0 44 6 14 5 6S

3 22 21 6 0 39 9 7 3 49

Equally Support Both 4 61 48 13 4 89 13 19 5 126

5 10 7 1 0 12 2 2 2 18

6 6 6 0 0 10 1 i 0 12

Strongly Support 7 2 0 0 0 2 0 0 0 2
Position 2 over 1

REMARKS Median = 3. general officets !eric to slightly support the focus on long-term oevelopment of officers versus short-term

development to meet the demands of follow-on assignments This tendency increases with grade
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TABLE 95B '
ITEM: C~rcie the numt.er on tie scale that best r,.. - t- is the strength of your support for one pos,' on over 'he other positions
1Tabie A) Circie a numDis=; on the impcrtan-e sca., .dcate the ,mpOrtance ot the ssue-regardless of position (Table B)

Impcrtance: 137. B. Development: Short-term vs. Long-term
Postion 1 Posit-on 2

OPDS s;,ou, fous on ong-term aevaiopnent of ,curs OP[)S should focus on the short-term d.ebvpment of offices
o meet the demands of follow-on assignments.

RESPONSE (NUMBER? BG MG LrG GEN CA CS CSS SP ALL

Im- o.-tance Scale
Not Imporlant 1 1 0 2 0 3 0 0 0 3

2 2 4 0 2 0 3 2 7
3 3 1 1 0 2 0 3 0 5

Neutral 4 15 21 3 1 30 4 4 2 40
5 43 34 7 1 60 6 11 8 85
6 6! 44 9 1 90 11 12 2 115

Very impo.-ant 7 29 22 !2 4 3b 9 16 3 67

REMARKS Median = 6

TABLE 96A
ITEM: Circie the number on the scale that best represents tie sirength of -o.r support for one position over the other posittops
(Table Al Circle a number on the importance scale to indicate the importance of ite ssue-regard!ess of position (Table B)

Position: 133. A. Change Management
Position 1 Position 2

Monitoring of the OPDS and identification of changes required The 'PDS should include a self-correcting mechanism for
should be accomplished by occasionally conven,7,g study regula.r, periodic collection and analys.s of data to identify
groups such as RETO and PDOS required changes :n the system.
RESPONSE (NUMBER) BG MG LTG GEN CA CS CSS SP ALL

Position- Scale
Strongly Support 1 7 4 2 0 9 1 1 2 13
Positn 1 over 2 2 13 14 3 1 23 3 4 1 31

3 14 14 2 1 22 2 5 2 31
Equally Support Both 4 52 34 9 66 8 18 96

5 23 21 5 1 33 6 9 2 50
6 26 26 8 3 50 3 F 3 63

Strongly Support 7 20 16 6 0 24 7 8 3 42
Positior 2 over 1
REMARKS Medar, = 4. genera officers tend to eq,,ally suppCrt both a sef correcting change mechanism and !he need tI pen-
odicahy convene study groups to manage change

TABLE 96B
ITEM; Circie the .umber on the scale that best represents the strength of your support for one position over the other positions
Tabie A) Circie a number on the importance scale to indicate the importance of the issue-regardless of position (Table B)
Importance: 133. B. Change Management

Position 1 Position 2
Monitoring of the OPDS and identification of changes re,uired The OPDS should ,nclude a sef correcting "nechanism for
should oe acco nphs,.ed by occasonaly convening study regular, periodic collection and analysis of data to identbf,
groups such as RETO and POS required changes in the system

RESPONSE (NUMBER) EG MG LTG GEN CA CS CSS SP ALL

Importance Stale
Not Important 1 2 4 0 0 5 0 1 0 6

2 3 3 0 0 4 1 1 0 6
3 5 2 1 0 3 2 3 0 8

Neutral 4 46 35 4 2 62 3 14 5 87
5 44 31 13 66 6 16 3 91
6 33 32 10 2 55 8 10 4 77

Very Important 7 22 21 7 0 32 7 5 5 50
REMARKS Median =5
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TABLE 97 TABLE 100
ITEM: 34. What voids exist in the education and/or training sys- ITEM: 137. A critical transition point was defined on oage 24
tems to, ¢ommissioned officers? How should they be handled? of the General Officer Suvey as a stage or event in the career

RESPONSE (Content Analysis of Subjective Remarks), num- of an officer which represents a substantial change in level of

bers represent the frequency that a parti,.ular issue was meii- responsibility, scope of work, or level of understanding (frame

toned of reference) required to perform effectively. Think back over
your career. Briefly describe the most impc.tant critical transi-

1 Tactical, warfight:ng skills 90 tion points that have occurred in your career, and indicate
2 Technical skills 59 whether or not you felt a need for additional schooling/training
3 Too much schooling, not enough done in units 52 at that time
4. Satibfied: no voids 48
5 Standards are too lcw 34 RESPONSE (Content Analysis of Subjective Remarks); num-

6 Need periodic courses in values, ethics, socialization 32 bers represent the frequency that a particular issue was men-

7 Need more short, functional courses 32 tioned.

9 Other 215 I. Battalion Command 136
2. Schools were adequate at transition points 124
3. High level staff 118
4. COL/GO Command 23

TABLE 9 5. Company Lejel Command 91
TABLE 98 6. Needcd more training at transition points 72

ITEM: 133. If the criticisms of the officer corps as stated in Items 7. Field grade to GO 66
I through 7 on. page 10 of the General Officer Survey and in 8 Other 169
Table 12A and 12B of the appendix (Taking the Fulse of the Offi- REMARKS: The saven most frequently cited career transition
cer Corps) are valid, what steps do you recommend be taken? points are listed above 0

PESPONSE (Content Analysis of Subjective Remarks); num-
bers represent the frequency that a paticular issue was men-
toned.

1. Criticisms not va:id 91 TABLE 101
2 Need a balance oetween warriors and managers 89
3 Need more time with units 81 ITEM: 138. List those thinys that are going well in the current

4. Stabilize, develop climate to grow 52 OPDS that should be continued without change in the futur,

5 Don't continually tinkei w/system; f.ne-tune 44 (i..., what is the "good news"?)

6 Don't reward self-serving officers 42 RESPONSE (Content Analysis of Subjective Remarks); num-
7 Need more realism in training 39 bers represent the frequency that a particular issue was men-
8 Need more time for basics 35 tioned. __

9 Other 14C, I. Selection system (promotion, command, schools) 83

REMARKS: Wh:ie many general officers reel the crit:xisms are 2. System is healthy 71
not valid, a number of suggestions are offered ranging from 3 OBC/OAC getting better 46
balancing warriors/managers to 'don't continually tinker with the 4. CAS3 43
system" to "need more time for basics." 5. System is flexible; change evolves as needed 40

6. SSC is getting better 36
7. Other 235

__,_REMARKS: The six most frequently cited "good ,oews" issucs

TABLE 99 are listed above.

ITEM: 136. Please indicate the type of developmental needs
that exist at your grade level Suggest how these needs could
best be met

RESPONSE (Content Analysis of Subectve R3marks): num- TABLE 102
bers represent the frequency that a particular issue wa., men- ITEM: 139. What are the really hard question,, we should have
tioned asked but didn't, and what are your positions on them?

1 Need periodic updates in doctrine, tactics, technology104 RESPONSE (Content Analysis of Subjective Remarks), num-
2 Need more c'vilian short courses 77 bers represent :he freque _y that a particular issue was men-
3 Need more branch short courses ,j tioned.
4. Need more resource/financial minagement training 45 I. None 80
5 Nothing more is needed 42 2. Need to redefine success/develop more realistic 44
6 Need more professional courses wh/ndustry 32 expectations
7. Need training on how the Army works 30 3 Can the bo:d, creative officer survive 42
8 Other 169 4 Eetter development of warfighting skills 39
REMARKS- Wh:le 42 general officers indicated no further 5 Other 246
developmental needs existed at their grade level, many more REMARKS: The majority of gerera! officers indicated that the
feel a need for periodic updates and chort courses as indic,; d survey as written covered the field well. Additional issues are
above, listed above

.,
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Appendix 6 to ANNEX JJ

MAJOR TRENDS AND ISSUES

1. PURPOSE: To present a synopsis of the PDOS sur- 2. DISCUSS!ON: The discussion paper, PDOS Survey
vey results in the form of a discussion paper along with Results, with inclosures is attached at Tab A.
graphs of the significant findings. TAB A - Discussion Paper, PDOS Survey Results
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Tab A to Appendix 6

DISCUSSION PAPER, PDOS SURVEY RESULTS

DACS-PDOS (6) Foity-nine percent agree the bold, original, crea-
SUBJECT: PDOS Survey Results tive officer cannot survive in today's Army.

30 October 1984 (7) Sixty-eight percent agree the officer corps is

Issue. To idontify major trends/issues emerging from the focused on personal gain rather than selflessness.
analysis of the two PDOS surveys- 01-06 and GO.
. The sample (Encl I): c. Desire a mentoring style of leadership.

a. Is representative of the officer corps (sample size (I) General officers strongly support the concept.
as of I Oct 84 is 14,046 company grade/field grade; 5i% (21 Eighty-eight percent agree that an officer should
of the sample is company grade, the remainder field be first a mentor and roie model.
grade and 285 general officers). (3) Ninety-si, percent feel commanders should be

b. Pro-,ides a wide range of demographic data (grade, evaluated as to how well they mentor.
branch. MACOM. type unit, sex, source of commission, (4) Fifty-nine percen: do not perceive themselves as
current assignment, and both military and civilian edu- having a mentor in their current assignment.
cation information).

2. The individual officer (Encl 2): d. Identifies challenges to officer preparedness. r

a ss w md(1) General officers rate overall officer preparationa. Is satisfied with A'my duty. to perform their mission as "good."
(1) Eighty-five perccnt agree they are satisfied with (2) Forty-eight percent select leadership/communi-current duty position.()Fryegtpretslcledshpom ni --

cations as the most important skill in their current posi-

(2) Sixty-nine percent agree they aic satisfied with tion.
assignment patterns to date.

(3) Operational skills are identified as the weakesi
(3) Eighty-one percent express intent to make the area of preparation across all grades.

Army a career.
(4) Leadership skills are reported as the second

(4) Fifty-eigit percent are satisfied that future greatest weakness in development.
development opportunities will be provided as needed.

(5) Sixty-eight percent feel that only about two-thirds
b. Considers himself/herself to be "professional" in or less of their peers would make good wartime leaders

a "climate" that needs improvement. (most feel that only half or less of their peers would make

(1) Ninety-eight percent agree the Army is more than good wartime leaders).
a job. (6) At least 25 % of company grade officers are iden-

tified as having problems with the 3R's. while general(2) Eighty percent agree that officers with whom
officers strongly feel that competency in the 3R's shouldthey work exemplify the "warrior spirit." be a required entry skill.

(3) Eighty-five percent agree that officer,; with whomthe)wor exmpliy te "Armyethc."(7) For'y-iiine percent report that in case of rapid

mobilization they are prepared to assume positions two
(4) Seventy percent agree individual needs are sec- levels above their current level.

ondary to Army needs. (8) Seventy-eight percent agree that the Officer

(5) Fort,,-se~cn percent of general officers agree that Professional De~clopment System does not go far enough
,enior Army leaders beha've too much like corporate todaN in preparing officers for Aar and combat (otl) 67'r
executives and lot enou,,h like warriors. of general olficers agree).
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3. The schoolhouse (Encl 3): "good" (48% of OBC graduates and 46% of OAC gradu-
aates rate overall quality of tactical instruction as "fair." a. Is not perceived to he "'broken "opo '.'-

to pool").
(1) Most officers spend at least three years in the (t• :,,",(4) Forty-four percent rate the overall quality of

, schoolhouse across 20 YOS; they feel that fbur years n leadership/human resource instruction to be at least
school is "about right:' and the typical officer is 2-3 years "goody anL only 42% agree that their most recent schoolC "god, ofe only 4%ageththirmost recent school
out of his most recent school. effectively prepared them to be mentors (59% of OBC

(2) Seventy-five percent agree that their lst school and OAC graduates rate overall quality of leadership
eff ctively prepared them to perform their wartime instruction as "fair to poor")
duties.

e. Generally contains an appropriate amount of tech-
(3) Seventy-five percent agree the current education nical, tactical, and leadership instruction.

and training system for officers enhances combat readi-
ness. (1) Most officers say the quantity of technical, tacti-

cal. and leadership instruction in their most recent school
(4) Eighty-six percent state that theii most recent was "about right."

school contributed ai least "some" to their piofessional
development (50% said "a great deal"). (2) Only 47 % agree that education/training systems

prepare officers to keep pace with the fielding of high
(5) Seventy-five percent agree their most recent technology systems.

school experience was at least "somewhat helpful" in
preparation for future assignments. f. Can exrect the individual to participate in the

b. Occurs at about the right time for mo. development process.

(1) Seventy percent agree that education/training (1) Most officers disagree that schools should not

opportunities occurred at the proper time in !heir career require students to complete preliminary requirements
to date. prior to attendance (43% agree).

(2, Fifty-five percent agree that reiari'e to when the (2) '1 he typical officer reports he/she could devote

course was needed, the last school they completed at least three hours per week to a correspondence type

occurred at the prop'r time (but 38% say both OAC and course.
CAS3 occurred "too late"), g. i~esents a cost-benefit dilemma with CAS3.

c. Generally has appropriate stanidards. (1) Ninety-two percent of graduates rate the quality

(I) Seventy-five percent indicate the academic sand- of instruction satisfactory.-,- ardsat thei r most recent .,- hooll were "about riph"t3
r i ee r(2) The qality of technical/tactical/leadership y

of OBC raduate.-, and 27 % of OAC graduates responded instruction at CAS3 was rated "od aduates with" 't o l o w " ) i n s t r c t i o n a t C A S w a s r t e d g o o d " b y g r a d a e i h
toc low", scores of 61%, 75%. and 71%, respectively.

-,, (2) The instructo," role is important.
T i t i o(3) Sixty-seven percent of graduates agree CAS3

(a) General officers say the instructor should also effectivel) prepared them to become mentors.

e a mentor, and not just an information condtuit. (4) Ninety-seven percent of CAS3 graduates reported
S(b) Ninety-eight percent of general officers agree that the course contributed to professional development.

instructors should mieet at least the Army average in pro-tors ould leasttheArmyaveragei(5) Seventy-two percent of all officers feel the CAS

3 method of instruction-gsmall roups with a mentor-
d. Has a ,atisfactory overall qualit) of instruction but ing facu!ty-should be expanded to other schools.

mo,, : " tie ..on potetil ofprinstruction-smallllyinaOmentor-
thei' is room for 'mprovca-ent. especially in OG and (6) However. 38% of CAS3 graduates say the course
O.A- C occurred "too late" in their careers.

Ne- (1) Sixty-nine perc.-ni rate the ovcrall quality ofstiitvnei t erno rat thol alt of (7) Most officers and general officers recommend
in35 uro Bn g the nd r3cent col At leaste, rgoo a course of action that would result in the course being

7. (35 7( of OBC -raduairc~ and 37 % of OAC oraduate . rate deleted or merged with OAC (33% say that OAC. CAS3.and CGSC shodld be retained as is).

(2) Sixty percent rate the oveiall quaity ot (8) Fiftv-ei,,ht percent of those ith an opinion feel
cal insti uction in their mo,.1 recent ,cliool to be at least that the number of officers attcnding CGSC should beood.""

.expfinded to accommodate all eligible officers (most

3) Fift)-toro peiccnt raic ihc overall quality of tac- general officers feel the numbers should remain the
! tical in-,ructionq ;n ticir lost recent school to be at least same).
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Sh. Includes a useful advanced civil schooling program. (4) Ninety-five percent report that OJT/assignments
helped in the preparation for their current assignment

(1) Sixty-seven percent agree an advanced degree is (vice 76% for resident school experience).
needed to be proficient in at least one of their specialties.

(5) Most officers identify the battalion commander
(2) Seventy-five percent report they are motivated

seek an advanced degree to help them serve more abiggest role in shaping professional
to military values (the company commander was second,
effectively, grow intellectually, or be more competitive the instructor last). and 87% agree that NCOs played a
vice only 12% reporting they are motivated to get a significant role in their dcvelopmen as an officer.
degree to help obtain a good civilian job.

(6) Eighty-fbur percent agree that socialization in
(3) Seventy percent agree an officer should zicquire units has made a contribution to their professional

an advanced degree even if the Army doesn't fund it. development, and 71% agree they have opportunity to

(4) Sixty percent report they are influenced, to some further their development in their current assignment.
degree, to stay in the military by the opportunity to obtaint - (7) General officers cite OJT as the most valuable
additiona! civilian education. icarning experience for command, 10E unit, specialty

i. Has some voids in the system. immaterial, and service school assignments: the resident

(1) General officers most frequently mention the fol- service school experience is most useful for high-level
staff assignments. and civilian graduate schooling is most

gsystemic useful for high technology assignments.

(a) Warfighting skills.
b. Neeus improvement in unit development programs.

(b) Technical skills (to include hi-tech). (i) Almost one-third do not agree they have an
(c) A significant number of generals also feel there opportunity to further their development in their current

are no voids (43) and there is too much schooling (44) assignment.
already.

(2) Most officers do not think the formal officer
(2) Sevent)-two percent of field grade officers agree professional development program in their unit/organi-

that the demands of the future battlefield %vwill require field zation contributes significantly to professional develop-
grade officers it) continue their education'training after ment (only 27 % agree). and ,he typical development pro-
CGSC. gram for company grade officers is not more than one

(3) Only 41% of field grade officers agree there is hour per month.
currently a need for additional education/training in
warfightng/operational planning after CGSC. c. Contains some assignments seen as more important

to the Army than others.
(4) Only 32 % of field grade officers agree that edu- (I) Most general officers indicate that sonic assign-

cation and training must continue beyond SSC. ments are ,ore important than others.

(5) Eighty-seven percent of general officers agreethatthee soul be pecficdevlopmnta oportni-(2) Ninety-three percent of commissioned officers
that there should be specific developmental opportuni- agree that somec assienmcnts are more important.
ties at the general officer level to include periodic updates N

in doctrine/technology/tactics, cafeteria-style short (3) General officers identify the following as crti-
courses, resource management. self-study %%ith selected cal career transition points: Compan command. tran-
readmn-s. Ho%% the Army Runs. and courses %% ith sition to field grade. high-level staff', battalion command.
indugtry, brigade command, and transition to general officer.

(6) Ninety percent agree that ali officers should 5. Systemic guidance (Encl 5):
receiv: training in jointicombined operations.

at. Identifies priorities.
4. The unit/vrganization experience (Encl 4):

a. May reprevsnt the ieal .,ey to profesional develop- (1) General officers report some officers should be
experts in the art and science of war, and some should

mnrt.
"e exp,'r's in functional area,,.

(1) Ninety-fie percent of general officers agree moreC, - (2) General officers ri-port dexclopment opportuni-
emphasis should be plai.-ed on the de~elopnent of otficers

ties should be veighted toward those demonstrating the
while they are in units.

greatest potential: 61% of commissioned officers ag cc.
(2) Most officers lfccl that an .,flicer should be -,m%~from troops" no ,,erfe than 3-4 year,, at ibe. (3) General officers report excepted units should be

fhminimized and there should be equa' distribution of

(3) OJTassmgnment is idewtified ts the "greatest "'quahtv officers- icro,,s the Arm (.e.. equal quality
developmental experien.e" by no,t oflicer,. cells).
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(4) General officers report priority should be given 7. Key points to be stressed (Encl 6):
both for the development of officers for command posi- a. Successes:
tions and for all other positions as well commissioned

" officers share this same perception. (1) Duty satisfaction is high.

(5) TOE and TDA should both receive increased (2) The officer considers himself/herself to be

emphasis whenever increased resources are applied, professional.

b. indicates current promotion policies are ,about (3) A mentoring style of leadership is accepted/'. . idictes urrnt romoionpolciesare"'aout desired bv most.
right:" and most officers support some form of com- d
petency testing. (4) The schoolhouse is not seen as broken-it

(1) Thirty-two percent agree most officers are enhances readiness and development, occurs at about the

promoted before becoming competent at their existing right time. with an acceptable level of instruction qual-
grade level. ity. with academic standards that are "about right:' and

with an appropriate amount of technical, tactical, leader-
(2) Seventy-two percent agree the policy of sehkct- ship content: CAS3 is being implemented with "'high

ing very few officers for advancement below the zone grades."
encourages short-term. high-visibilty goal focus. (5) The Advanced Civil Schooling program is

(3) There is "no consensus" as to whether the cur- helfpul.
rent BZ promotion policy should remain the same. be (6) The unit/organization is recognized as being theexaned o6r The unt/ranzanlsreogiedaebindhe.

expanded, or be abolished, key to the development process by most: also important

(4) Sixty-three percent of officers support some form is the role of the individual.
of competency testing prior to promotion with most of (7) Systemic priorities are identified.
these recommending test company grade only. (8) The selection system is seen as working well.

c. Is provided to establish responsibilities.;-..: (9) Schools are seen as improving. "

(1) Role ambiguity exists: the individual, the com-
mLa e e a(10) The overall s)stem is not seen as unhealthy., mander. MILPERCEN. and the proponent all are seen

as playing a role in development. b. Challenges:

(2) The responsibility for education, training, and (1) Climate needs work.
- socialization of the individual lies both with the school-

house and with the unit (to include the mentor and the (2) Officer preparedness suffers in warfighting skills

individual), areas.

d. Identifies management strategies for major changes (3) Basic educational skills are a problem for too -,

to the system. many.

(1) General officers say the authority for major (4) School occurs too late for many.

changes on decisions impacting on the Army should (5) OBC/OAC still lag other schools in many areas.
reside with HQDA.

(6) There is room for improvement in instruction
(2) General officers say changes to the Officer quality/methodology, especially at the lower levels.

Professional Development System sl.ould be accom-
plished through both stud) groups and an internal mech- (7) CAS2 requires a cost/benefit/timing decision.
anism for ch'ance. (8) Leadership is critical-but most officers do not

6. Good nevos: general officers cite the follo% ing: have mentoring leaders and schools do not contribute as
effectively as they might.

a. Selection system works. (9) General officers desire a formal "short-course"
b. Officer Professional Development System is healthy: type development program.

-." the officer corps is the strongest it has been in the ntei-
orv of serving general officers. (10) Unit development progranis need work.

c. OBC/OAC getting better. (11) Role ambiguity in the development process

d. CAS3 is effective. exists.
(12) Unit experiences are critical to development-

e. SSC httino better. but there are many interruptions.

f The system is flexible enough to chanc to meet the (13) Excepted units must be reduced and officers dis-
needs of the future. trihuted to form equal cells of quality across the Army.
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464

PDOS SURVEY RESULTS
(COiNT'D)

41 TRAN' 7% AG
ix sic6%. ADA

8% AR

OX ORD

97 INMPP

9%5 OTHER

2X INSCZOF

% OTHSR

% RNTCMDUTY ..

2% HODA

222 TRADOC

18% USAREUR

MACOM ISAMPLE SIZ:. 14,045

LEAR-NING IS A LIFESTYLE FOR LEADERS
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PDOS

SURVEY DEMOGRAPHICS

1% OTHER 181 CA

13*. TRAINING

1% RC DUTY /. S

2@7 HI LEVEL STF y12 CS

2% RERUITRDNS5% ROTC/USMA2" RERUITRDNS8% GARRISON

TYPE UNIT ISAMPLE SIZI . 14.045

8%92 MALEL

SEXSAPESE:405

LEARNING IS A LIFESTYLE FOR LEADERS
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]?DOS

SURVEY DEMOGRAPHICS
(CONTgD)

4D UTRCT APMtT

13% USMA

SOURCE OF COMM1ISSION ISAMPLI SIZIT 14,045

I OT 54

21% OTHER .. b% COMMANDER

3% SPEC IMTL ...

7%1 INSTRUCTOR 22% ',COPP5 STAFF

9% GARRISON ~~~

6% JT/CMBD STF 17Y HI LVL STAFF

CURRENT ASSIGNMENT SZ K: 4,0476

11 OCT 4

LEARNING IS A LIFESTYLE FOR LEADERS
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SURVEY DEMOGRAPHICS
(CONT'D)

~~~~~ ,"'""41% YES, INSPEC

Y 3, 1J H J~

~ 13% YES, ADSPEC

CUJRRENT POSITION REQUIRES SPECIALTY SKILLS

ISAMPLE SIE5 4 4

IPROGRAM/PROJECT TIME SPAiN
(HOW~ FAR FORW~ARD DO THE LONGEST PROGRAMS EXTEND OVER WHICH

15 EAS- OFFICER HAS CONTROL IN HIS CURRENT ASSIGNMENT?)

18--------------------- ----------

2-5 VEARSt-... ............. ................. ...... .---

61-2 MYETR--------------------.. . .... ---------.........

6 MONTHS- .. ....

MEIA OREJ

1=OT 84

2L ITCO 1T 41 Jj LfC C6L ig MG LTi GdN

LEARNING IS A LIFESTYLE FOR LEDERS
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SURVEY DEMOGRAPHICS I

(CONT'D)

[IROGRAM/PROJECT7 TIME SPAN]
aC :0 FORWARD THE LONGEST PROGRAMS/PROJECTS EXTEND OVER WHICH
0i Ff'I ER HAS CONTROL IN HIS CURRENT ASSIGNMENT)

COPN GRADE

FEDGRADE

13 ENERAOFF ER

2t

19 15 29 25 39 35 d

PERCENT SELECTING A PARTICULAR TIME $PAN

1% NONE
12% OTHER

1% NWC
1% ICAF 21% OBC

1; WC (NONRES)

3% AFSC

i27% 'AC

.4% CGSC(RES) -

3% CAS3

MOST RECENT SCHOOL COMPLETED

LEA-RNI-NG IS A LIFESTYLE FOR LEADES
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SURVEY DEMOGRAPHICS
(CONT'D)

', LORS 1% PHD

42% MASTERS

5 ~ >LORS ,,,,l:::v~l~: ~ 41

- ~- 5% GRAD CERTIF

HIGHEST LEVEL OF CIVILIAN EDUCATION

ISAMPLE SIZE, 14, 146

14% FULLY FUNDED

3% DEGREE CGMPL

5%NO ADV DOR

' ~ r 25%. Or OWN

5Y PE-ACCESSN

SOURCE OF GRADUATE DEGREE
11 OCT 84,

SAMPLE SIZE: H 4

LEARNING IS A LIFESTYLE FOR LEADERS
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ElT SATISFACTION
IS HIGH

7SATISFA~CTION W~ITH DUTY POSITbIN
(PERCENT OF OFFICERS WHO ARE SATISFIED WITH CURRENT DUTY POSITION)

2L 83

ILT 81 1C8

C'- 84

COL 91

9 3 b 13 18 ?1 2e 33 38 43 45 53 58 b3 o8 ?3 76 83 88 93 96

LSATISFACTION WITH ASSIGNMENTS
IZ WHO AGREE THEY ARE SATISFIED WITH THEIR ASSIGNkbaT PATTERNS
.0 DATE)

CP1 71

691 ACRB OVERAiL

0 le 29 3e 41. 5~ J 70 e~ "1 1 .
I AGREEING SATISFiED WITH AHSICNMENT PATTERN

LEARNING IS A LIFESTYLE FOR L"FADBRS
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DUTY SATISFACTION
(CONT')

5% tr!j ! N E NT

d % HI DE -jr, I:T
/ -' ~287 20 YOS

~~..~. .zs -.. / ... ~

EIZ .IL ..... [... . M

CAREER INTENT [A MLE R sIz: 1 4 .0461

CAREER INTENTION
(PERCENT OF OFFICERS WJHO PLAN TO MA~KE THE ARMY A CAREER,

43ES 2 OR MOR YOI

L2] O, ILLNOT STAY11
1L E=4 UNDECIDED

' 'F'

99
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DUTY SATISFACTION
* (CONTI)

ISATISFIED wiTH FUTURE OPPORTUNITIES
(I FE0 AC?EE THAT APPROPRIATE PROFESSIONAL DEVELOPMENT OPPORTUNITIES
TILL BE MJADE AVAILABLE kS NEEDED DURING CAREER)
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It'; ~ ~ ~ OCT o1ti4s
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(I WHO AGREEIA ('FFKR XE~ THEAM EI OE AR LN E T A OB

4.e

2bE
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~--->PROFESSIONALISM IS HIGH
.... BUT CLIMATE NEEDS WORK

KPROFESS IONALISkiM: ARRI OR SP I RIT (O TD
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III(I-- OF IC R ... U..4L...~ I F WARRIOR SPIARIT?

WDPO O OFFIERS XMLFYLTRIO PRT

b7

COMBAT SUPPORT
8u1

____ ___ ____ ___ 83 r7
Lq'' ------- lb! COMBAT SERVICE SUPPORT!

............................................ 8

LEARNING IS A LIFESTYLE FOR LEADERS
JJ-6---A-17
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K ..

PROFESSIONALISM IS HIGH

....BUT CLIMATE NEEDS WORK
(CONT'D)

ARMY NEEDS COME FIRST I
if WHO GREE CAREER DEVELOPMENT FOR INDIVIDUAL OFFICERS IS SECONDARY
T(, TEE NEED F 0R THE ARIII TO DEFEND THE COUNTRY AND DETER WARI

-8 4
-. -. .* - .O,

1 AGPEEING AP.l NEEDS COMF FIRST

PEACETIME NEEDS DRIVE DEVELOPMENTJ
(I GO AGREE PE'kCETIME NE25S ARE DRIT!NC TEE DEVELOPMENT OF THE

,FFICEF COREPS)

o..... ... ..... . _.. . ........ . ...... .. ..;:

1 9- 20 39 40 
r. 

3

LL..' CE... 1,','I "" .I. ."L [ ,', 
.

LEARNING IS A LIFESTYLE FOR LEADERS
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ts CLIMATE NEEDS WORK
(CONT'D)

CA~'N THE BOLD OFFICER SUCI/E
* (~.WHO AGREE THE BOLD, ORIGINAL, CREATIVE OFFICER Pd\EJGT SUR~VIVE

IN TODAYS ARMY)

139

ec, ~15
COCRZ

9 9 '1 5 9 5 9 z

.. ........

LTG ~T

B 1114

1b7

9 m9 1 9 2 3 5 4 5 5 5 9 b 9 7
PERCEN AGREENG SEIOR LEDERS eVLIEv9GS

62.

LEARNINGT AGIG AEIO LEESTYHAELKEFOAAGRSLADR

JJ-6-A-19



CLIMATE NEEDS WORK
(CONT'D)

rOFFICERS: SELFLESS OR SELFISH?
(I VHOI AGREE THE OFFICER CORPS IS FOCUSED ON PERSONAL GAIN FATHER THAN
SELFLESSNESS)I

4 u AJ pf 34 TO1 %AGF. EE

4 50 0030 40 1 70 60
PERCENT !HqO AGREE OFFICERS FOCUS ON PERS ONAL GAlIN

...The goal of the Officer Professional Development
is to str-engthen and fortify the will, character,
knowledge and skill of those who lead and support
soldiers. Its fundamental principle is that
officers develop a vision of the nature of future
warfare,, expect it, and personally prepare
themselves and their subordinates to fight and

hl 4-iwin on the battlefield. In the final analysis,
it is the requirement to meet the demands of
combat that defines the va~ue of the officer
corps.

LE~ARNING IS A LIFESTYLE FOR LEADERS
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MENTORING IS DESIRED...
a3 tj 'HERE ARE NOT ENOUGH MENTORS

I:Ff'FCER ROLE AS MENTO

r'.WT~H ~LOFFICERS SAY ABOUT WHETHER THE LEADER IS RESPONSIBLE
::F MISSION/DEVELOPMENT OF SUBORDINATES VS MISSION PRIORITY)

I OCT 84

Lu.

50

30

-20 i

2 3 4 5 67

flsfulSUJ I i )r i~ s MISSION PRIORTTY

A:',' COMBAT SUPPORT COMBAT SERVICE SUPPORT SPECIAL]

BE FIRST A MENTOR
(I (9C 1,93E THAT THE OFFICER SHOULD 01 FIRST A MENTOR AND A ROLE
MOI3I 190 INSTILLS ARMY VALUES IND DEVELOPS SUBORDINATHS)

STR X28

MREE 39

12

VIRGIN? 101EEING INSTRUCTORS SIOULD it qVILITY

~J O ~S'':EDOFFICEPS Q-b

LEARNING IS A LIFESTYLE. FOR LEADERS
JJ-6-A-21



MENTORING IS DESIREDMOM
BUT THERE ARE NOT ENOUGH MENTORS

(CONT'D)

PRESENCE OF A MENTOR7
it AQREEIXC ?BAT IN THEIR CURRENT ASS ICNMENT TElY 902E A MEKTORJ

2 bg

ILT ------- 52

rP 4

35

LT31IOT5

1411 AGREE

9 IQ 29 39 40 50 be 79
1I AREEING TBEY 11AVE A MENTOR

EVALUATE COMMA~NDERS ON MENTORIN
(Z WHO AGREE THAT COMMAN~DERS SHOULD BE EVALUATED ON THE EXTENT
THEY DEVELOP THE OFFICERS SERVING UNDER THEM)

45

13

IMENTOR STYLE DESIREDi

LEARNING IS A LIFESTYLE FOR LEADERS,
JJ-6-A-22



CHALLENGES TO OFFICER
PREPAREDNESS EXIST

OFFICER PREPAREDNESS
(WHAT IS THE LEVEL OF PREPARATION OF OFFICERS TO PERFORM THEIR
MISSION AS IDENTIFIED BY GENERAL OFFICERS?)

GRADE LEVEL OF PREPARATION

LT ADEQUATE

CPT GOOD

MAJ GOOD

LTC GOOD

COL GOOD

BG GOOD

MG GOOD

LTG EXCELLENT 1 OCT 84

GEN EXCELLENT

SOURCEs GO SURVEY

WEAKEST AREA OF PREPARATION

(WEAKEST AREA OF PREPARATION FOR EACH GRADE LEVEL AS IDENTIFIED
BY GENERAL OFFICERS)

GRADE WEAKEST PREPARATION

LT TECHNICAL SKILLS 1 OCT 84

CPT OPERATIONAL SKILLS

MAJ OPERATIONAL SKILLS

LTC OPERATIONAL SKILLS

COL OPERATIONAL SKILLS

BG NO MAJOR SHORTFALL/OPERATIONAL SKILLS

MG NO MAJOR SHORTFALL/OPERATIONAL SKILLS

LTG NO MAJOR SHORTFALL/OPERATIONAL SKILLS

GEN NO MAJOR SHORTFALL/OPERATIONAL SKILLS

LEARNING IS A LIFESTYLE FOR LEADERS
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CHALLENGES TO OFFICER
PREPAREDNESS EXIST

(CONT'D)
WARTIME LEADERSHIP PROFICIENCYJ

(THAT I Of OFFICERS AT YOUR GRADEI WOULD IlAIE GOOD TIRTIME LE10ERS?)

20 COMPANY GRADE

____2__ _FIELD_ 
GRADE

EM GENERAL OFFICER
:23

4-

I1OCT 14

02 4 8 10 13 lb 19 22 25 28 31 34 37 4@ 43 4b 49 52 55 58
PERCE.NT SELECT ING3 EACH RESPONSE

LEADERSHIP: THE MOST IMPORTANT SKILL]
(SELECT Tog SZILL MOST IMPORTANT To YOU IN YOUR CURRENT POSITION)

CODNIIVI 6

f INCMGM 481 SELECTID LEADERSEIP/COMMUNICATIONS

fLEARNING ISA IBSYB ORLADR
WtM $RILLS lb



]?DO.0S

OPERATIONAL AND LEADERSHIP
SKILLS NEEDS WORK

GREATEST WEAKNESS IN DEVELOPMNT
(WHAT IS GREATEST WEAKNESS IN DEVELOPMENT AT YOUR GRADE?)

OPIMAM FIELD' GRADE

in's

291 Z 25 3 e 35
PERCENT SELECTINGJ A PARTICULAR W4EAK~NESS

--W-EK-N-ESS--- NDE VE LO-P-M--

(WHAT 18 CREAT9TES FEAKN9B IN DEVELOPMRNT AT YOUR BRANCH?)

TACY ICO

OPIRAV IONI

cooj lltvI

LE~IC~V~2 2 COMBAT ARMS

W" L"r COMBAT SUPPORT

V41 F41COMBAT SERVICE SUPPORT

LEMARINING IS A LIFESTYLE FOR LEADERS
JJ-6-A-25



op

DOS :
,ES

READINESS INCLUDES 3R'S

[BUT ARE THEY LITERATE?
1! 130 INDICATED THAT PERCENT &F TRE CONIiMY GIF.ADE OFFICERS IN
THEIR CURRENT ORGANIZATION ARE COMPETENT IN BASIC EDUCAT;ONAL SI'LLSI

39

~~23

33
:- " .>.25

AT LEAST 251 HAVE PP.BLEWS1

a 12 2@ 31 42 52 b2 72 B 92 !,-
PRICEST INDICATI A PAiTICUL1l COMPETENCE LEIII

COMPJY GRADE If -7 FIELD GRADE

[REMEDIAL EDUCATION FOR 3R'
(WIAT GENERAL OFFICERS SPY ABOUT .AHETHER ONLY OFFICERS PROFICIENT IN

50 3RS SHOULD BE ACCESSED VS EST-4BLISH REIEDIAL 
EDUCATION PROGRAMS)

I IOCT A4

25k

.51

5 7

"f.iIJIRED FNTRY KILL I v j REMEDIAL PROGRIS

-CGAiARS ICOMBEAT SUPPORT COMBIAT SERVICE SUPPORT z SP-C-.L

LEARNING IS A LIFESTYLE FOR LEADERS

JJ-6-A-26
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READINESS (CONT')

[ENOUGH EMPHASIS ON WAR/COMBAT"
(I WHO AGREE OPDS DOES NOT GO FAR ENOUGH TODAY IN PEPARING
OFFICERS FOR WAR AND COMBAT)

81

FEL "r 75 ''--

O E+ + R+ . o + , o ob 7 + I- -

10 20 3@ 4@ 50 be 70 Be 90 100
PERCENT 9HO AGREE TUERE ISN'T ENOUGH EMPHASIS ON COMBAT

J-TWO LEVEL PROFICIENCY L

(% WHO AGREE THEY ARE PREPARED TO ASSUME POSITIONS TWO LEVELS
ABOVE THEIR CURRENT ONE IN CASE OF RAPID MOBILIZATION)

I ~-44 COMBAT SERVICE SUPPORT -

36 COMBAT SUPPORT

COMBAT ARMS

4 '2!' 2

bi , r ;,f(57.

UL , 7

I iit0 1 20 25 30 5 40 45 50 55 bO b5 70 75 80 85 90 95

LEARNING IS A LIFESTYLE FOR LEADERS ""..

JJ-6-A-27
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PDOS

SCHOOLHOUSE

PURPOSE OF SCHOOL

(WJHAT SHOULD HE THE PURPOSE OF EACH OF THE INSTITUTIONAL SCHOOLS?)

SCHOOL MOST IMPORTANT OBJECTIVES
- - - - - - ~ ~~~~ - - - -- - - - - - - - - -

OBC BASIC BRAN'CH SKILLS' ARMY VALUES

OAC PREP FOR CrD/OPERATIONAL SKILLS

CAS3 STAFF SKILLS/COGNITIVE & INTEGRATIVE SKILLS

CGSC PREP FOR CrID & STAFF/OPER(,TIONAL LEVEL WAR SKILLS

AMSP PREP FOR CMD & STAFF/COGNITIVE 1 NTEGRATIvE StILLS

SSC ORGANIZATIONAL DEVELOPMENT/PREP FOR HI-LEVEL STAFF

SOURCE. GO SURVEY e

ISCHOOL 1101 RECENT?
(HOW LOMC ICO fIS YOUR MOST IEC8XY SCHOOL?)

SCHOOL ffOw LONG SINCE COMPLETION

OBC 1-2 YEARS

OAC 3-4 YEARS

CAS3 1-2 YEARS

CGSC (NR) 2-3 YEARS)

CGSC (R) 4-5 YEARS

AwC (NR) 2-3 YEARS

Awe (R) 3-4 YEARS

TYPICIL OFFICIA IS 2-3 TEARS 49? Of SCHOOL-IF OQCT 534 1i

LEARNING IS A LIFESTYLE FOR LEAD ERS
Enclosure 3 JJ-6-A-28
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-r o24.2~~ .S.~ .- I n.~r i v7ltw..w~a' a~

op:

SCHOOLHOUSE

HOW MANY YEARS IN SCHOOL?
{]UWDE Of YEARS SPENT AS I FULL TIME STUDENT IN A MILITARY
O1 CIVILIAN INSTITUTION SINCE COMMISSIONING)

-v~.____ ___ ____ __ LTC

YEARS : ~jA

l EARS t.::. ICPT

5 YEAOS 1Mj ILT

YEARS2LT

SYEARS

HOW MUCH SCHOOL?
'HW fMJCH TIME IS RE URED FOR OFFICERS TO SPEND IN SCHOOL

jLT- A. '40 YE~ ARE 1.3 STAY CuRPE -T IN -FEI9 FIELD?!

YEAR

OCT E4

IM E__ IA!',_________

FOR 13=7



Ins.PDOS

INSTRUCTOR ROLE IS
IMPORTANT

ROLE OF INSTRUCTOR
(WHAT GENERAL OFFICERS SAY ABOUT WHETHER THE ARMY SCHOOL INSTRUCTOR
SHOULD ALSO BE A MENTOR VS ONLY PASS OUT INFORMATION)

114, 1 OCT 84

SPECIAL

: COMBAT SERVICE SUPPORT 21

75 - COMBAT SUPPORT

ui COMBAT ARMS

%? £b

13 4 5 7
MENTOR INFO CONDUITI

MEDIAN =2

INSTRUCTORS SHOULD BE QUALITY
WHO AGREE THAT THE PROMOTION POTENTIAL OF OFFICERS ASSIGNED AS

TRADOC INSTRUCTORS SHOULD MEET AT LEAST THE ARMY AVERAGE)

STPc A I 53

GENERAL OFFICERS1

EE. AGREE - -

'3 10 2 30 do 50 b@ 8?
PEPCENT AGREEING INSTRUCTORS SHOULD BE OUALITf

LEARNING IS A LIFESTYLE FOR LEADERS
JJ-6-A-30 -,
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4.I
SCHOOL STANDARDS ARE

ABOUT RIGHT

Ar CADEMIC STANDARDS ABOUT RIGHT
(PERCENT INDICATING EXTENT TO WHICH ACADEMIC STANJDARDS AT THEIR MOST

RECENT SCHOOL ARE; TOO HIGH, ABOUT RIGHT, OR TOO LOW)

2r

25 A ABOUT RIGHT

4.0

8A6 18 2 8 4 5 8 7 8 9

PERCEN R(R)S~DAD TLSTSHO

Ils OUlITY OF I1TUTO ~I~~TR

WHAT AS TERrI O A N QULT OF INSTRATIO AS AT S CHOOL

ATTENDED?)

CAS, 9

433

20 3 9 58 bo 70 8@ 99 1@@

LEANN IS ALIFESTYLE FOR LEADERS



PDOS

SCHOOL TIMING ABOUT RIGHT...
BUT COMES LATE FOR MANY

TIIN OF ED/ TNG OPP OR TUN I TIES
(I WHO AGREE THAT EDUCATION AND TRAINING OPPORTUNITIES OCCURRED
AT THE PROPER TIME I!N THEIR CAREER TO DATE)

IL b9

4 701 AGREE OVERAL

LTC MWI _r.'ot M00

COL -K -

Q 12 20 32 49 52 b2 -g 82 92 102

I AGREEING EDITNG OCCURRED AT THE PROPER TUME

TI MING, OF SCHOOLS
(RELATIVE TO WjHEN THE COURSE WAS NEEDED, DID THE COURSE OCCUR AT

THlE PPOPER TIME?)

QA~ ~ '.vgv* 44

TOO SOONT
cc~:-4. ABOUT RIGHT

rI 7. 7 1

PEPCENTM Cr,

LEARNING IS A LIFESTYLE FOR L.EADERS
JJ-6-A-32



SCHOOLS ARE MEETING
-~ ARMY NEEDS

IED/TNG SYSTEM ENHANCES READ ES
11 WHO ICP.EE THAT THE CURRENT EDUCATION AND TRAINING SYSTEM FOR
OF FICERS ENHANCES COMBAT READINESS I

2',T 73

iL' 69

*CPT 72

7-51 AGREE OVERL

LTC 79

ig 29 39 4e 59 ~b 79 9 e92
.~ppI AGREEING CURRENT SYSTEM ENHANCES READINESS

(AGREEING (HAT THEIR LAST SCHOOL EFFECTIVELY PREPARED THEM TO
PERFORM THEIR UARTIME DUTIES)

051 bb

C4-3 9?

PPNTAGPEEN LAST SCHOOL EjNHCED PEADINESS

LEARNING IS A LIFESTYLE FOR LEADMERS
JJ-6-A-33A



SCHOOLS ARE MEETING
ARMY NEEDS (CONT'D)

ISCHOOLS: FUTUREJ ASSIGNMENT UTILITY
(PER.CENT AGR.EEING THAT MOST RECENT SCHOOL EXPEBRN-E VAS AT
LEAST SOMEWHAT HELPFUL IN PREPERATiON FOR FUTURE ASSIGNMENTS)

OBC 72

-Gsc OCT 84

72 175~Z AGRE!E OTE'.ALLI;

i 1 29 3~ A8 a? .1 i2?88
:AGREEING LAST SCHOO. WAS IT LEAST SOMEWHAT 311,1"L

LS'LHO0GL LONTRIBUTIGII" TO DE V E L 0P MET
(EXTENT MOST RECENT SCHOOL CONTRIBUTED TO PPOFESSMOAL DEVELOPIVT)

~ - '4 I A GEAT DE AL
34c4

~~~~I N4~ITI S EI

___________________________. .-

_ _ _ _ _ _ _ _ _ _ _e_

PENT lDI'CATING MOST RECENT SCHOCIL CONTRIBUTEDE

LEARNING IS A LIFESTYLE FOR LEADBRS
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OBC/OAC LAG...
ESPECIALLY IN TACTICS

QUALITY OF TACTICAL INSTRUCTION
(NEAT WAS THE OVERALL QUALITY OF TICTICAL INISTRUCTION IN LIST SCHOOL

ATTENDED? I

DAAu

p FO-d
* !~I 075

152 SAY -600uj

PRCIENT KATING INSTRUCTION AT LIST SCEOOL

QUALITY OF TECHINICAL INSTRUCTION
(WRIT WAS TEE OVERALL QUALIYT Of TRICIAL INSTRUCTION 11 LAST SCHOOL

ATTENDED? I

_______________________________Fm_ nIooD-~

'm AIR

l 2 ? 1 1 71 81 9 M'3R

PlICINT ~ ~ ~ ~ I KITIN INTRCIO T IS CHO

LEARNING IS A LIFESTYLE FOR LEADERS
JJ--6-A-35



OB3C/OAC LAGS...
ESPECIALLY IN LEADERSHIP U

QJUALITY OF LEADERSHIP INSTRUCTION1
(THAT WAS THE OVERALL QUALITY OF LEADERSHIP/HfUMAN RESOURCE INSTRUCTION

IN LAST SCHOOL ATTENDED?)

c~sc

WC (R) 1

le 19 7 39 49 59 b9 79 69 9a 199
PERCENT RATING INSTRUCTION AT LAST SCHOOL

SCHOOL PREP FOR MENTORING
(PER.-ENT AGREEING TEAT MOST 99CENT SCHOOL EFFECTIVELY PREPARED

O FFICERS TO BECOME MENTORF

-O 3

h _ _________ IICTN4

K2 1? 22 32 'a 5i be 62 96?2

LEARNING IS A LIFESTYLE FOR. LEADERS
JJ-6-A-36
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KEEPING PACE WITH
HI-TECH IS A CHALLENGE
AND SELF-DEVELOPMENT

IS IMPORTANT
KEEPING PACE WITH HIGH TECH

it TEO lull TEE ED/TIC SYSTEMS PEEplaK OFFICERS TO IRE? ?rI
TITE TOE FIELJIlC 0F RICE TECENDLOCT SYSTEMS)

COL 54

a .e7e 39 41 5 be to B 91 1
I ICEEIJCN SYSTEM ISLPS OFFICEES 199? ?ACE

TIME AVAILABLE FOR SELF DEVELOPMENT-
(NODES PEI 1111 YOU COULD DEVOTE TO COEEEEFOJDENCE TYPE COURESE)

211 3

IP1 3

r~j 3

C 3

I HOUR 2 HOURS 3HOURS 4 HOURS 5 HOURS b HOURS -6 HOURS
MEDI111 19912t Of ROCKS AVAILABLE Fil 1EEE

LEARNING IS A LIFESTYLE FOR LEADERS



SCHOOLS LAG...

(CONT'D)

CONTENT SHORTFALLS IN SCHOOLS
(OFFICERS RESPONDING THERE WERE INSUFFICIENT AMOUNTS OF INSTRUC-
TION IN TECF!MICAL. TACTICAL. OR LEADERSHIP SUBJECTS IN SCHOOLS)

OBC

3b

CA34

,- -..= .'- ....... - .. u mTECH POI SHORTFALL

3b

TACT P0I SHORTFALL

AMC (Ri LDRSHP P0I SHORTFALL

AMC (R)

62 4 6 8 11 15 19 23 27 31 35 39 43 47 51 55 59 b3 67 71 75
PERCENT

PRELIMINARY REQUIREMENTS FOR SCHOOLS?
(Z AGREEING ARMY SCHOOLS SHOULD NOT REQUIRE STUDENTS TO COMPLETE
PRELIMINY REOUIREMeITS PRIOR TO ATTENDg JCE)

211 39

CPT 49

45

1 43Z AGREE OVERALJ.0

1#ii 21 is 4I 51 68 78 of

LEARNING ISALFSYEFOR LEALDERS



THE CAS3 DILEMMA

OAC 5 CS 3V5 CGSC
(WHAT ACTIONS SHOULD BE TAKEN WITH REGARD TO OAC/CAS3/CGSC?)

OTHERER

7 CA3 RADS1

METE.CA~ffj ALLARMY7

'(-IA

0 5 10 15 20 25 30 35 40 45 50 55 b0 9 5 70@
PERCENT SELECTING A PARTICULAR ACTION

PG- C Vs5 CAS3 Vs5 CGSC
(WHAT ACTIONS SHOULD BE TAKEN WITH REGARD TO OAC/CAS3/CGSC?)

OTHERY GRADE

Casscrlstm FELDGRA Z
AGENERAL OFCR

DEET CAS 841OT8

JJ-6-A33
CAS3/OA MG 32

- ~ ~ ~ ~ ~ ~ ~ ~ ~ z * -b--~---.,'- ~ -

EE nV 3, * { * 3



THE CAS3 DILEMMA

CAS3 METHODOLOGY IS POPULAR7
WHO AGREE THAT THE METHOD OF TEACHING SMALL GROUPS OF

STUDENTS WITH A "MENTORING" FACULTY SHOULD BE EXPA'IDED)

SR RE 17 
"

3 4

SLThY AG-REE

ISTRONG SUPPORT FOR METHODOLOGY1
2@ !Nv

I ~ OCT 84

0 5 10 15 20 25 30 35 49 45 50 55 b0 b5 70 75
PERCENT AGREEING CAS3 METHODOLOGY SHOULD BE EXPANDED

CO~tlISIONED OFFICERS 01-8b M GENERAL OFFICERS

SHOULD MORE ATTEND CGSC? 1
(OFFICERS RESPONDING THE NUMBER ATTENDING CGSC SHOULD INCREASE)

IL

CP1 34____ ~ ~ ~ ~ ';~

COMBAT ARMS

COL j COMBA T SUPPORT

-b COMBAT SERVICE SUPPORT,,. GO 2

0 5 10 15 29 25 30 35 40
PERCENT INDICATING THAT MOPE SHOULD ATTEND

g .
LEARNING IS A LIFESTYLE FOR LEADERS

JJ-6-A-40
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DVANCED CIVIL SCHOOLING
MEETS ARMY NEEDS P

ADVANCED DEGREE PROGRAM HELPS RETENTION
(TO WHAT EXTENT DOES THE OPPORTUNITY TO ACQUIRE AN ADVANCED DEGREE
INFLUENCR YOUR DECISION TO STAY ON ACTIVE DUTY?)

NONECOET OUT 0

GL IC

Lm FIELD GR~ADE I

b bX ARE INFLUENCED

211

4211

8 2 4 6 818 13 lb 19 22 25 28 31 34 37 40 43 46 49
PERCENT

ADVANCED DEGREE: ENHANCES PROFICIENCYj
(X AGREEING ACS NEEDED TO BE PROFICIENT IN AT LEAST ONE OF THEIR
SPECIALITY AREAS)

-LT= 55

ITbI Ll!!i: :! _ :/ :!:_:! 69

CPT '7

64

CL

X AGEEN 0VLPROFICIENCY

LEARNING IS A LIFESTYLE FOR LEADERS
JJ-6-A-41
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DVANCED CIVIL SCHOOLING
MEETS ARMY NEEDS

WHY OFFICERS GET DEGREES
(WHAT IS THE PRIMARY MOTIVATION TO OBTAIN ADVANCED DEGREES?)

18 22
'I -AY GRADEJ

","'- 2T B 2 ~FIELD GRADE.

INTEL GROW.OC

""" ' 2 9

2 , b B19 13 it 19 22 25 28 31 34 37 40 d3 4b -9
PERCENT

ADVANCED DEGREE: GET IT ON YOUR OWN?.
(PERCENT A REEINC THAT AN OFFICER SHOULD ACQUIRE AN ADVANCED
DECREE EVEN IF THE ARMY DOESN'T FUND IT)

222

COMNY GRADEg

-jFIELDG RADE- ] G •EM,

29

SLGH AARGRVEALE*

-''S..2'

i@ 29 30 45 50

I AGREEING OFFIIIR SHOULD ACQUIRI ADVANCED DICREE

LEARNING IS A LIFESTYLE FOR LEADERS
JJ-6-A-42



F VOIDS IN THE SYSTEM

VOIDS IN THE OPDS SYSTEM
(MOST FREQUENTLY CITED FROM CONTENT ANALYSIS OF GO SURVEY)

(1) WIAR FIGHTING SK1LLS(81) 
-

(2) TECHNICA2L SKILLS (INCLUDES HI-TECH) (49)
(3) THERE'S TOO MUCH SCHOOLING ALREADY (44))
(4) THERE ARE NO VOIDS (43)
(5) 'STANDARDS ARE TOO LOWINCONSISTENT (32) P7"
()PROF r55ITONAjL ETHIC /SOC(~I iTTON (30)

(7) FUNCTIONA~L SHORT COURSES (28)

i WA(RFIGHTING VOID AFTER CGSl?
(FIELD GRADE OFFICERS AGREEING THERE IS CURRENTLY A NEED FOR
ADDITIOM.. ED'TNG IN4 ARFIGHTING/GPERATIONAL PLANNING AFTER CGSC)

CA 44 i .

S* 44

0 10 20 30 40 50 bg% GEIGWRIHTN ODEIT

LEARNING IS A LIFESTYLE FOR LEADERS
JJ-6-A-43



VOIDS IN THE SYSTEM

C ?.

CONTINUE ED/TNG AFTER CGS[?4
(7 FIELD GRADE OFFICERS AGREEING THAT THE DEMANJDS OF THE FUTURE
BATTLEFIELD WILL REQUIRE FIELD GRADE OFFICERS TO CONTINUE ED.'TNG)

C54; b5 72% 7AGREE OVERALL

(TFIELv jGpAE -jNL Y)I

i 10e 2 30 40 50 be Be ~ 90 1ee
%AGREN EDTN UST CONTINUE BEYOND CGSC

CONTINUE ED/TNG AFTER SSL? L

(FIELD GRADE OFFICERS AGREEING THAT THERE IS A NEED FOR ADDITIONAL ~
EDUCATION AND TRAINING BEYOND SENIOR SERVICE COLLEGE)

MAJ 28

I1OCT 841

4 ~ ~ ~ ~ ......... -------- - ~~ 44 4,*

COL_ 46tc. r, CC S 9.



)N

GO DEVELOPMENT
PROGRAM DESIRED...

GO DEVELOPMENT PROGRAM NEEDED-,
J1 WHO AGREE THAT THERE SHOULD BK SPECIFIC DEVELOPMENTAL
OPPORTUNITIES AT THE GENERAL OFFICER LEVEL)

BG 91

MG 83 87Z AGREE

PIERCSXT AGREEING GO DI VRLOPIIBXTAL PROGRAM NEEDED

GO DEVELOPMENT NEEDS] O

(MOST FREQUENTLY CITED IN CONTENT ANALYSIS OF GO SURVEY) ,, -

(1) PERIODIC UPDATES IN DOC/TECH/TACTICS (8b) _-.

(2) CAFETERIA STYLE SHORTCOURSES (b9) ;>

(3) BRANCH SCHOOL SHORT COURSES (57) 'i" - -

(4 RE1SOURCE MANAGEMENT (41)

' S ..-ELF STUny,'SELIECTED READING3S (40'1 r.q

GORTDEVEOMN NEEDS

(1) OPEDI T IN DT EHRYCIC (87)

LEARNT-ING ISTH R LIESYED FO LP )

JJ-8--A-45
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-~ _: __-- - - ~ - 3 _j -y f- v: VV -K. L1-.7

OF 10, L

JOINT/COMBINED TRAINING

JOINI OMBINED TNG FOR ALL
(I !HO AGREE ALL OFFICERS SHOULD RECEIVE TRAINING IW JOINT/COM-
BINED OPERATIONS)

2L 92

PT 93

e' !9 2@ 3 49 59 b 79 9 99 e
1 AGREEING ALL SHOULD RECKI YE JOINT/C-OMiER TXG

... and a "Jint/comnbined operations"
mindset is important

LEARNING IS A LIFESTYLE FOR LEALDERS
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PDOSL

UNIT EXPERIENCE MAY BE
THE KEY TO DEVELOPMENT

PROFESSIONAL DEVELOPMENT
OF

OFFICERS STUDY

NEED MORE DEVELOPMENT IN UNITS I
(I GENERAL OFFICERS WHO ACERBE MORE EMPHASIS SHOULD 0E PLACED ON
THE DEVELOPMENT OF OFFICERS WHILE THEY ARE IN UNITS) ~a

STP AGREE 49 x

46

SL-i~y AREE FffNIT EXPERIENCE VEPY IMPORTAN

D ISAGEEGRE

0 5 10 15 ?G 25 30 35 40 45 5@ 55 5e b5 78 75
PERCENT AGREEING NEED MORE EMPHASIS ON UNIT DEVELOPMENT

LEARNING IS A LIFESTYLE FOR LEALDERS
Enclosure 4
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UNIT EXPERIENCE MAY BE
THE KEY TO DEVELOPMENT

TIME AWAY FROM TROOPS
fW HAT 1S THE MAlXIMUMI SINGLE BLOCK OF TIME AN OFFICER IN YOUR BRANCH

CANJ BE AWAY FROMI TROOPS-)

i YEAR5

29
I Y AR ____ -'.3 ie

4 YERS -

COM. MJY GRADE

SFIELD GRADE

fJGENERAL OFFICERS

8 YEAS -4 MOST SAY IIT 3-4 YEARS

kFP F. aI OC 41

i 2 5 28 25 39 35 4@ 45 52

PERCENT SELECTING A PARTICULAR BLOCK OF TIME

TYI ME AWA' FROMV T ROO P S)
(WHAT IS THE MAXIMUM SINGLE BLOCK OF TIME AN OFFICER IN YOUR BRANCH
CAJ BE AWAY FROM TROOPS?)

1 YEAR

4 YEARS]

4MS YEM -4YA~

Y 1! OCT 841

Y EARS~ COMBAT ARMS

COMBAT SUPPORT

YEA S~~JCOM4BAT SERVICE SUPPORT

2 5 12 15 ?0 ?5 3 35 42
PERCEN T SELEETING A PAPTICULAP BLOCK OF TIME

LEARNING IS A LIFESTYLE FOR LEADERS
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PDOS

UNIT EXPERIENCE IS IMPORTANT

-WHO -SHAPES VALUES MOST? YU "-XJ
... t , C.O IN THE MILITARY PLAYED THE BIGGEST ROLE IN SHAPIN G YOUR OLIN't-'.

PnOtESSIONL MILITAIF~ VALUE SYSTEM TO DATE?)

*-- , SUPERvISOR - .".- -

,-. - "' %

OTHEP F .. ~IELD GRADE771

0 pm --_CUP MOST IIFLIIEr!IALl

.......................................-...... 4 I, O i 10,C~l e 'I V

7:7, -7 ;1 1 T-4
19 2C39 495

GREATEST DEVELOPMENTAL EXPERIENCE :4
(EXPERIENCES THAT MA DE THE GREATEST CONTRIBUTION TO YOUR PROFESSIONAL .
DEVELOPMENT AS AN OFFICER) .

-%.

x- :m 4 COM"PANY GRADE " :

FIELD GRADE

<rLF T 9 1 OCT841

d 5 10 15 29 25 30 35 49 45 50 55 bg
PECET THAT SELECTED A PARTICULAR EXPERIENCE

LEARNING IS A LIFESTYLE FOR LEALDERS _
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UDO

UNIT EXPERIENCE IS IMPORTANT

NCO ROLE IN OFFICER DEVELOPMENT
(I WHO ACREE TEAT NCO'S PLATED A SIGNIFICANT ROLE IN THEIR DEVEL-
OPMENT AS AN OFF!CERI

IS

Cp 87

jelAGRE IVEA
MA~ 85

I C 8

8 8 20 39 49 59 be 70 Be 99 log
I AGREEING NCO'S PLATED SIGNIFICANT MOLE

r U UT IL ITY OF LEARNING EXPERIENCE
(I OFFICERS AGREEING THAT A PARTICULAR LEARNING KIPERIENCE HELPED
11 THE PREPARATION FOR CURRENT ASSIGNMENT)

RES SVC
78

28CGIMPAN~Y GRADE

A1V 1V24FIELD RD

IO1T/SST~'~ThARF MOST --HELPFiJL1

XLF ST~ 8

95

I AGREEING AN EXPERIENCE WAS AT LEAST SOMEWHAT HELPFUL

LEARNING IS A LIFESTYLE FOR LEADERS
ij--s-5



UNIT DEVELOPMENT
PROGRAMS NEEDS WORK

FOPPORTUNITY TO DEVELOP
It AGREEING THAT THEY HATE OPPORTUNITY TO FURTHER THEIR DEVELOPMENT

IN THEIR CURRENT ASSIGNMENT) tz

2111 T78 1

ILT b7

LT C1 71

COL 7 1OCT84

8 5 A815 2@25 3835 4845 5855 b865 7875 8885 9095
I AGREEING THE! HAVE OPfORTUNIT! TO DEVELOP

[SOCIALIZATION IN UNIS
~i WHO AGREE THAT SOCIALIZATION IN UNITS HAS MADE A CONTRIBUTION

TO THEIR PROFESSIONAL DEVELOPMENT)

2LT 74

lLl 75 *-

82

LTC 92

e 12 28 38 48 59 69 79 89 919 1s@

LEARNING IS A LIFESTYLE FOR L EALDERS
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UNIT DEVELOPMENT
PROGRAMS NEEDS WORK

IDO UNITS HAVE CFD FRO Rtl1Sir?1
(Q WHO RESPONDED TO A QUJESTION AS TO HOW MANY HOURS PER MKNTH THEIR
UNIT DEVOTED TO OPD FOR COMPAN1Y GRADE OFFICERS)

S 44

I ~ FIELD GRADE

TTPICAL PROr M JT I HP PEP 1-1O't~rr-.

PEPCENT SELECTIrrG A PARTICIULAR RESPONSE

PR E UI\11T P R1-1Rb t1 Fr-CT I vU
(Z jr ltitAV iE OM~1 IL OPD PPAGRA INTER01OG,11AIN CONTRI-

lUES TO PRO E S'Of'-. DE VE!~1tT

FIELD GPADE

css- OT8

14PE YN NTliv lOPMCNNPA3 r

LEARNING IS A LIFESTYLE FOR LEADERS
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TPDO
ASSIGNMENTS -

EQUALITY OF ASSIGNMENTS
(WHAT GENERAL OFFICERS SAY ABOUT WHETHER ALL LSSIGNMETS ARE OF
EQUAL IMPORTANCE VS SOME AR. MORE IMPORTANT)[ 1I OCT 04

S1 25L :::: SPECIAL

COMBAT SERVICE SUPPORT

COMBAT SUPPORT

U2 COMBAT ARMS

co

25 25

-5.

12 3 4 5 b 7
EQUALIMPOTANC LIS-OE MORE IMPORTANT

Es~~~EDIA IMOTAC

SOME ASSIGNMENTS ARE MORE IMPORTANT]
(I WHO AGREE THAT SOME DUTY ASSIGNMENTS AT THEIR GRADE ARE MORE

.: _MORE IMPORTANT THAN OTHERS)

-13 2 b-

SLfL.YAGE

5IAGE 1931 SAY SOME ASSIGNMENTS ARE MORE IMPORTANT IOT0

a 1@ 22 32 42 50 b a 70 52 92 1ee
PERCENT AGREEING SOME ASSIGNMENTS ARE MORE IMPORTANT

LEARNING IS A LIFESTYLE FOR LEADERS
JJ-6-A-53
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ASSIGNMENTS AND
PREPARATION FOR THEM

CAREER TRANSITION POINTS

(MOST FREQUENTLY CITED IN CONTENT ANALYSIS OF GO SURVEY)

(1) BATTALION COMMAND (122)

(2) TRANSITION TO GENERAL OFFILER (99)
(3) HIGH LEVEL STAFF (98)
(4) Ob/07 COMMAND (85)

(5) COMPANY COMMAND (81)

(b) COMPANY GRADE TO FIELD GRADE (34)

(7) SCHOOLING ADEQUATE AT TRANSITION POINTS (109)
(3) NEEDED SCHOOLING AT TRANSITION POINTS (60)

1 OCT 8q

BEST ASSIGNMENT PREPARATION

(MOST IMPORTANT LEARNING EXPERIENCES FOR EACH TYPE ASSIGNMENT
AS CITED BY GENERAL OFFICERS)

ASSIGNMENT MOST IMPORTANT EXPERIENCES L----------~~;L -- -- - -- - -- -- - -- -
(1) (2) (3)

COMMAND OJT MENTOR RES SVCE SCHOOL

TOE UNIT OJT RES SVCE SCHOOL MENTOR

HI STAFF RES SVCE SCHOOL CIV GRAD SCHOOL MENTOR

JT STAFF RES SVCE SCHOOL OJT SELF STUDY

HI TECH CIV GRAD SCHOOL CIV SHORT COURSE SELF STUDY -

SPEC IMTL OJT RES SVCE SCHOOL SELF STUDY ." L,

SVCE SCHL OJT RES SVCE SCHOOL SELF STUDY

GO SURVEY'

LEARNING IS A LIFESTYLE FOR LEADERS
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SYSTEMIC PRIORITIES
ARE IDENTIFIED

PROFESSIONAL DEVELOPMENT M/
OF

OFFICERS STUDY

'Cz

DEPTH VS BREADTH IN DEVELOPMENT
(WHAT GENERAL OFFICERS SAY ABOUT WHETHER ALL OFFICERS SHOULD BE BOTH
EXPERT IN ART/SCIENCE OF WAR & FUNTIONAL AREA VS SOME IN EACH)

F 1~ OCT 84 8

858628

2 1424

1 2 3 4 5 6 7

ART & FUNCTIONAL AREI SOME IN EACH

F COMBAT ARMS IM COMBAT SUPPORT MM COMBAT SERVICE SUPPORTI M SPECIALI

LEARNING IS A LIFESTYLE FOR LEADERS ,-'
Enclosure s JJ-6-A-55
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PDO

SYSTEMIC PRIORITIES (CONT'D)

I OPOTUNITY FOR DEVELOPMENT
(WHAT GENERAL OFFICERS SAY ABOUT WHETHER THE OPPORTUNITY FOR CONTINUEDL
DEVELOPMENT SHOULD BE EQUALLY WEIGHTED FOR ALL VS SOME)

1 OCT 84

79
75- MEDIANJ =5

S56-

32 3
27345i

18

1 2 3 4 5 6 7
ALL OFFICERS GREATEST POTENTIAL

COMBAT ARM COMBAT SUPPORT COMBAT SERVICE SUPPORT I SPECIAL

DISTRIBUTION OF OFFICERS
(YHAT GENERAL OFFICERS SAY ABOUT TEETHER "qUILITY" OFFICERS
SHOULD BE DISTRIBUTED EQUALLY VS EXCEPTED UNIT POLICY)

I OCT 84

r7-)

11414 D~fISTiLPUI j LX .J E)CEPTF[I UNIT

COINAT RM'l CMBATSUPORT COBATSERVICE SUPPORTI~ SPECIAL

LEARNING IS A LIFESTYLE FOR LEA DERS
JJ-6-A15F7 - %_



SYSTEMIC PRIORITIES (CONT'D)

DEVEfILOPMENT FOR COMMANDI

,THE HIGHEST PRIORITY OF PDOS SHOULD BE TO PREPARE OFFICERS
TO ASSUME COMMAND POSITIONS) C

ACME HFIELD GRADE

.. ...... 'REE o =,,,:.

FEPCENT

(UATGEERLCOMMAND PRIORITY
(WHA GENRALOFFICERS SAY ABOUT WJHETHER PRIORITY SHOULD BE

FOR DEVELOPMENT OF OFFICERS FOR COMMAN'D POSITIONS VS ALL POSITIONS)
r I1OCT 84

20 175

UADPSTO~ ALL POSITIONS

LEARNING IS A LIFESTYLE FOR LEADERS
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K SYSTEMIC PRIORITIES (CONT'D),

ESHOUD DEVELOPMENT BE WJEIGHTED?
(AGRFEING PROFESSIONAL DEVELOPMENT SHOULD BE WEIGHTED I1N FA~VOR
OF THOSE WIlTH THE HIGHEST PROMOTION POTENTIAL)

FIL RD 59
1617 AGREaVRL --

i UL 29 30 40 50 be 70 80 92 10
%AGREE ING DEVELOPMENT SHOULD BE 'WEI GHTE:

DEVELOPMENT FOP TOE VS TL ? __

(INDICATING WHERE INCREASED RESOURCES SHOULD BE APPLIED TOWARD
DEVELOPING OFFICERS IN THEIR BRANCH)

L-Q

1OT8

TA M7 FIEL GRAD

PE'CENT

LEARNING IS A LIFESTYLE FOR. LEADERS
a JJ.-6-A-58

-7.w



'F 0, DN.D ON

k% AGREEING MOST OFFICERS ARE PROMOTED BEFORE BECOIIlNC, COMPETENT *
AT THEIR EXISTING GRADE LEVEL)

FIELD r&nD[*&*D1S~~t*~tH 29

32% AGR~EE OVEPALLI

2 12 22 32 42e 50
%AGiREEING OFrICERS ARE PRC~OTE TOL SO

SKILL COMPETENCY TESTING 4

(SHOULD OFFICERS PASS A COMPETENCY TEST PRIOR TO PROMOTION?)

TEST MCo 3COPNGRD

* FIELD GRADE

lE~t27 ~GENERAL OFFICER

TEST -ILL

________ 221_____ 1 OCT 54

2 I2 22 PERCE T 5

LEARNING IS A LIFESTYLE FOR IMSADBRS
JJ-6-A-59



OP-~ - -~ -~ - w.' ~ J ~ J ,2 ~ -

PDOS

BZ PROMOTION POLICIES

IBZIPROMOTION POLICY!
(7 INDICATING THE CURRENT BZ PROMOTION SHOULD. REMNiIN THE SAME,

BE EXPANDED. OR BZ SHOULD BE ABOLISHED)

-42

REMB SB*

113

17 COMPAN GRAD

34~~ FIEL GRD

r~ 45
DONC T4 04

BZEEN POLICY ENCOURAGES SHORT TERM FOCUS *~

LEARNREING POISY OARL LETYBLTHNE FOR L EADRS
FEWOFFCER ECOUAGE JSORT6-A /- VI OA OCS

co GRAD 6



ROLE CLARIFICATION

*. "ii-

FWHO IS RESPONSIBLE?7
(WHICH OF THE FOLLOWING SHOULD HAVE PRIMARY RESPONSIBILITY FOR DEVELOP
MENT IN YOUR PARTICULAR CAREER FIELD?)

17T

. . " .. ALL ARE IMPORTANT, BUT...

DATA INDICATE ROLE iBIGUITY

3 29 30 40 53 60 70 80
PERCENT SELECTING A PAPTICULAR PESPONSE

RESPONSIBILITY FOR EDUCATION
(WHAT GENERAL OFFICERS SAY ABOUT WHETHER THE RESPONSIBILITY FOR
EDUCATION OF OFFICERS RESTS UITH SCHOOL HOUSE VS UNIT)

I OCT 84 - ,6

100 99__MEIAN__4

75

50

211

14 4

1 2 3 4 5 5 7
SCHOOL HOUSE] UNIT/MENTOR/INDIVIDUAL

COMBAT ARMS I COMBAT SUPPORT [.rl COMBAT SERVICE SUPPORT I SPECIAL

LEARNING IS A LIFESTYLE FOR LEADERS
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Pnos'

ROLE CLARIFICATION

RESPONSIBILITY FOR TRAINING7
(WHAT GENERAL OFFICERS SAY ABOUT WHETHER THE RESPONSIBILITY FOR -

TRAINING OF OFFICERS RESTS WITH SCHOOL HOUSE VS UNir;~--
1 OCT 84

1531

12{e
MEIA 20

10 3 4 5 70

SCHOOL HOUSE H UNIT/fIENTOR/INDI VID DUL

COMBAT ARMS COMBAT SUPPORT COMBAT SERVICE SUPPORTEIA

[RESPONSIBILITY FOR SOCIALIZATION
(WHAT GENERAL OFFICERS SAY ABOUT WHETHER THE RESPONSIBILITY FOR
SOCIALIZATION OF OFFICERS RESTS WITH SCHOOL HOUSE VS UNIT)r 1 OCT 84

lee MEDIAN 5

99,

38

1 2 3 4 5 6 7

L SCHOOL HOUS UNIT/MENTOR/INDIVIDUAL

COMBAT ARMIS COMBAT SUPPORT f~COMBAT SERVICE SUPPORT SPECIAL



6 *s.

MANAGEMENT OF CHANGE

MA~NAGEMENT OF CHA~NGE1
(WHAT GENERAL OFFICERS SAY ABOUT WHETHER CHAN'GES TO OPUS SHOULD

BE ACCOMPLISHED THROUGH STUDY GROUPS VS INTERNAL MECHAN'ISMS)
I OCT 84L

-..- bT1 54

43 
3

28
22

208

1 2 3 4 5 6 7
STUDY GROUPS Iv5- INTERNAL MECHANISM1S

COMBAT ARMIS COMBAT SUPPORT j COMIBAT SERVICE SUPPORT j SPECIALI

I UTH-KIITY FOR MAJOR CHA~NGE
(WHAT GENERAL OFFTCrRS SAY ABOUT WHETHER HODA OR TRADOC SHOULD HAVE

FI.NAL AUTHORITY ON DECISIONS IMPACTING ON ARMY -e. g. THS ACCOUNT) ~
1 OCT 84

49 141

48-

29-

49 -
2b 25 ~.

COMBAT HRMS COBA SUPT COMBAT SERVICE SUPPORT SPECIAL]

LEARNING IS A LIFESTYLE FOR L-EADERS
JJ-6-A-63



%7.

.17.

~~?S ANAGEMENT OF CHANGE

ELIMINA~TE EXCEPTED UNITS
,A~rITE EXCEPTED !ANITS FOP OLIALITY AND DISTRIBUTE OFFICERS EOUALLY

ACPOSS THE PEST OF TI7- ARMY - . EQUA'L CELLS OF OUjALITY)

tOKU 124

23 GEMRAL OFFICEPS1

GO S 5SAY EL I;i EXCEPTEni IINiTS. 1I-.STPI Fui-TEr .1!i !TY EO:;;Aii

_64 OUIT CLL5 NC AE2

NUMSER

General Officers desire equal
cells of quality and elimination -

of "excepted units ..

LEARNI T G 1S A LIFESTYLE FOR LEALDER.S
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OPDOS:ODNW

OPDS: GOOD NEW

(MOST FREOUENTLY CITED IN CONTENT ANALYSIS OF GO SURVEY?

(1) S ELECTION SYSTEM WIORKS Mb) i 7

(2) OPDS SYSTEM IS HEALTHY (bi)

9'3) OBC/OAC GETTING BETTER (40)

(4) CAS3 (38)
(5) SSC GETTING BETTEP (34)

(b) LEXI BLE SYSTEM (32.1

Also
*Officer Corps Strongest ever (GO)
.Duty satisfaction is high
. Officer considers self professional IJ

.Mentoring style desired

.Schoolhouse not seen as "broken"
4, a ACS is helpful

.Unit and Individual are critical
to process
*Systemic priorities identified

The total system seen as
!not unhealthy J

But there are challenges.

LEARNING IS A LIFESTYLE FOR LEALDERS
cio~.r. 6 Jj-6-A--65



OPDS: CHALLENGES

INDIVIDUAL

.Climate needs work

.Officer preparedness suffers
in warfighting skills

a 3 R's a problem for many
aLeadership is critical ... but
there are not enough mentors

$School occurs to late for many
0 OBC/OAC still lag
a Room to improve instruction
quality/methodology
*CAS3 requires decision
*GO's need development Program

UNIT

*Unit programns need work
*Unit experiences critical but
many interruptions

SYSTEM

Role ambiguity -- who's in charge?
*Reduce excepted units ... and
distribute to create equal cells
of quality

LEARNING IS A LIFESTYLE FOR LEADERS
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Author: MAJ Meriwether
Team Chief: COL Dunn

Appendix 7 to ANNEX JJ
I-
r 
A.-

DISSIMILAR SURVEY PERCEPTIONS

(GENERAL OFFICER AND COMMISSIONED OFFICER)

1. PURPOSE. To identify those PDOS survey issues (2) Nature of Current Position.
about which general officers and commissioned officers (a) When asked to select "the skills and abilities
have dissimilar perceptions. which are most important... in (your) current position" frr
2. DISCUSSION. general officers tended to select "communication skills

(written and oral)" twice as frequently as the commis-a. Common Items. Fifty-six items (to include six sioned officers (65% vs. 31%). i ,
demographic items) from the Commissioned Officer Sur- s i.
vey are "shared" with the general officer survey-i.e., (b) The time horizon of the typical general officer -'
they are exactly duplicated or are closely approximated duty position tends to be "between 5 and 10 years,' while
(see attached). that for the commissioned officer tends to be "between - --

1 and 2 years'L-between 6 and 12 months for companyb. Dissimilar Perceptions. General officers and com- grade and between 2 and 5 years for field grade.
missioned officers tend to have similar perceptions about gd n e e2 d yrofd e
officer professional development with the following (3) Promotion System. General officers tend to dif-
exceptions: fer from commissioned officers on certain items deal-

(1) Demographics. General officers tend to differ ing with the promotion system:
from commissioned officers in four demographic cate- (a) Selection of Best Wartime Leaders. General
gories: officers disagree with the statement that "the promotion ..

Source of Commission, In contrast to the com- system does not reward those officers who have the
(a) SucofCmiso.Icotattthco- seasoning and potential to be the best wartime leaders.

missioned officer respondents, there is a higher propor-
tion of general officers commissioned from USMA (39% Commissioned officers tend to agree with that same state-

vs. 13%), and a lower proportion of general officers com- ment.
missioned from ROTC (47% to 63%) and from OCS (9% (b) Below the Zone Promotions. General officers
vs. 20%). disagree with the statement that "the policy of early selec- .

(b) Civilian Education Level. General officers tend tion of a very few officers for promotion below the zone
to be more highly educated than the officer corps at large: encourages officers to focus on short-term, high visibil-
to be more highly edcaste rshanthe (86 e crps. ) and ity goals commissioned officers tend to agree with thatPhD(8%vs , as ( s vs. 4 nd same statement. General officers strongly feel that the
Bachelors (6% vs 55%). General officers also tend to
be more highly educated than field grade officers: PhD current policy for below the zone selections for promo--__

tion should "remain the same as now" (82 %), while only 'Fe.(8% vs. 2%), Masters (86% vs. 70%), and B3achelors _(8% vs. 28%). 33% of commissioned officers feel the same; the _remainder of the commissioned officers desire either that

(c) Source of Graduate Degree. The proportion of the current policy be expanded to include selection of

general officers having participated in a fully funded all those fully qualified for below the zone selection _
advanced degree program is essentially double that of (25%) or that below the zone selections be abolished ' -.-
field grade officers and almost triple the commissioned entirely (25%). "of. c r
officer corps rate. (c) Military Skills Competency Testing. While most _____

(d) Time Since Most Recent School. More time has general officers and most commissioned officers support
elapsed since completion of "most recent school" for the requiremeint for some form of military skills corn-
general officers (5 years) than for commissioned officers petency testing for promotion, more commissioned
(less than 2 years for company grade and less than four officers feel strongly against the concept (38%) than do
years for field grade). general officers (28%). * -

JJ-7-1 4
'7 7-

%o



(4) Officer Education and Training. (a) General officers feel "about two-thirds" of com-
pany grade officers would make good wartime leaders,(a) Keeping paewith high-technology. Geperal

officers tend to agree that "the Army Officer Training while the peer assessment for company grade officers
System is preparing officers in their field to keep pace is "about half."
with the fielding of high-tech systems." Commissioned (b) General officers and field grade officers share
officers disagree with that same statement. the same perceptions abotU the field grade officer per-

(b) Attendance at CGSC. General officers feel that centage that would make good wartime leaders-"about
"the number of officers attending CGSC (resident) each two-thirds.
year should "remain the same as now. Of those com- (c) General officers and commissioned officers tend
missioned officers stating an opinion, most felt that the to agree that the weakest areas of officer preparation tend ,:w
number should be "expanded to accommodate all eligi- to be warfighting, leadership and critical thinking ( on- L -

ble officers." cept integration/cognitive) skills, although general
(5) Selflessness. General officers tend to disagree officers tend to rate the extent to which officers at each(5) ~ ~ ~ ~~ rdeee Sefesnsseenrlpficrrtnetdisgegaelvlare prprdto perform their mission asat

with the statement that "the officer corps today is focused level are preaedat per eir misinasa
toward personal gain as opposed to selflessness." Com- least "good" (the lieutenant level is rated "adequate").

missioned officers tend to agree with that same statement. 3. A listing of the survey questions that appear on bothsurveys is at TAB A.
(6) Officer Preparedness. General officers tend to

be slightly more optimistic tha- commissioned officers
in the estimation of "what percentage of. . .officers
...would make good wartime leaders." TAB A - Shared Survey Items

I"r
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TAB A to Appendix 7

Shared Survey Questions*

Survey Question Numbers Brief Description
(01-06) (GO) Survey Question* j"

A A................. Grade
C B .................... Branch. -s
D C .................... MACOM
F E .................... Specialties
K K ................. Joint Service Schools Attended
L H ................. Source of Commission
4 89 ................... Most important skills

in current position
5 90 ................... Current position time horizons
9-16 33-40 ................ Most important learning experiences
18 J ................. How recent was last school attended M-.33
27 48-53 ....... School occurs at right time in

career
32 F ................. Highest civilian schooling education

level
33 G .................... Source of graduate degree
41 11-13 .............. Officer preparedness/

wartime leadership • ..:L

40 8 ................. Officers exemplify warrior spirit
44 24-28 ................ Greatest weakness in development
45 33-40 ................ Greatest developmental experience
51 9 .................... Education/Training System

enhances combat readiness
55 109 .................. Keeping pace with high-technology
56 67 ................... Small group methods of

instruction (MOI)
58 42 ................... Primary purpose of OBC
59 43 ................... Primary purpose of OAC

60 44 ................... Primary purpose of CAS3
61 45 ................... Primary purpose of CGSC
62 47 ................ Primary purpose of SSC
63 54 ................... The CAS3 dilemma
57 55 ................... Joint/combined operation training

66 56 ................... CGSC as prerequisite for AFSC
attendance

67 57 ................ AFSC and CGSC equivalent
72 117 .................. Some duty assignments are more

important .
73 126 .................. Weighting of opportunity for

continued professional development

*Exact or Similar.
**Refer to survey tables for exact data.
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Shared Survey Questions--(Continued)

Survey Question Numbers Brief Description
(01-06) (GO) Survey Question**
74 123 ............. .... Mentor role
75 113 .................. BZ selection encourages short-term

focus
76 63,114 ............... Officers are promoted too quickly
77 58 ................ How many should attend CGSC -
78 59 ................... Who should attend CGSC
79 112 .................. BZ promotion policies
81 62 ................ Primary responsibility for development
82 65 ................... Evaluate commanders on

subordinate development
83 10 ................... Officer preparation for mobilization
84 129 .................. Highest priority for development
85 68 ................ Increased resources:

de,%lciment for TOE vs. TDA
86 61 ................. Competency testing
87 111 ................ Schools as transition points ' ,-

88 60 ................... How much time away from troops
89 3 .................... OPDS: Enough emphasis on war/combat
90 4 ................. Career development:

secondary to Army needs
91 5 .................... Survival of bold. creative officer
92 6 .................... Personal gain vs. selflessness
93 7 .............. ..... Selection of best wartime leaders

*Exact or Similar.

*Refer to survey tables for exact data. N.

'. .
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-Author: MAJ Meriwether
Team Chief: COL Dunn

Appendix 8 to ANNEX JJ

ACTION PLAN

1. PURPOSE: To present the action plan for the PDOS 2. DISCUSSION: The action plan that would allow for
policy that would allow for the continued analysis of the the continued analysis of the data obtained from the
data obtained from both the General Officer and the General Officer and the Commissioned Officer surveys
Commissioned Officer surveys, is attached at Tab A.

TAB A - Action Plan
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TAB A to Appendix 8
ACTION PLAN
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